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Worker Traits Arrangement

This training unit provides persons involved in
vocational counseling, curriculum planning,

and other manpower activities with a multifactor approach for
obtaining information from an individual and relating the data to job

requirements.

It is intended to result in the develconment of the
bridge between client potential and experience and

.e requirements

of jobs, particularly fcr clients who need to make ¢ -upational or
career choices or changes. The unit contains two tr<ining sessions
(which include activities requiring use of the "Dictionary of
Occupational Titles"--Volumes I, II, and the two supplements,
"Handbook for Analyzing Jobs", and "Guide for Relating General
Educational Development to Career Planning.") and three appendixes.

Session I,

Application of Worker Traits to Client Appraisal, outlines

techniques for obtaining information from the client in terms of
worker traits, and requires participants to practice developing
worker traits profiles for the clients in the case histories

provided.

Session II, Utilization of Worker Traits Arrangement

(WT2)

in Fcrmulating Vocaticnal Goals, outlines techniques and procedures
for relating data about the client to appropriate career areas of
specific occupations. It contains a step~by-step procedure feor
relating the client data profile to the profile of job requirements
for the WTA group(s), and other activities. Appendix A contains
practice exercises, appendix B contains an introduction to worker
traits, and Orientaticn 2 Worker Traits Arrangement (WTA) is
provided in appendix C. TAa)
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ne intcial iraTe of the ait was srared by J.o Edmond Thillips »f

the Calitornis Occupatioral Analysie Field Center, under the directinn
»f Kenneth J. Bonn, Supcrvisnr. FPlanninzg and technical directinn wera
trovided by Adaline [adgett, Division of Occupational Analysis, U.S.
Employment 3ervice, Leon lewls, Chief. Evora McGlone of the Division
5% Occupational Analysis asszisted in the final review, and the
materials weve prepared for publication by Karen Starke of the Missouri
Occupational Anmlysis Fielc Center, Bernardé J. Teiber, Supervisor.

A draft of the =ailt was used experimentally by a mumber of persons
involved in interviewing and counseling in seven State agencles:
California, Florida, Kansas, Louisisna, Michigan, Missouri, and Wisconsin.
Subsequently, persons participating in these tryouts met at the national
office to discuss the results of the utiliz:ztion of the .nit and t> make
reccmmendations for revisions and firalizing. The following persons
attended the meeting and contributed to the revieilon.

California Agency: J. Eémond Pnillips, Occupational Analyst, Occupa-
tional Aralysis Field Center, Los Angeles, Cal.

Flnrida Agency: Bileen Feth, State Supervisor of Placeme.t and
Training, falanassee, Florida; Neal Kolb, 3uper-
visor, Ocrupaticnal Analysis Flel ' Center, Tampe,

FPlorida.
Ha isa8 Agency: Robert (. Fountain, State Sup: or of Occupational
. Testing and Analysis, Topeka, harn.as; Mildred F.
Horton, State 3upervisor of Counseling, Topeka,
Kansss.
4
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Ionisiana Acency: Barnaby B. Tilley, State Supervisor of Counseling,
Baton Rouge, Loulsiena.

Michigan Agency: Robert Briganti and Ernest D. Willoughby, Occupa-
tional Analysts, Occupalional Analysis Field Center,
Letroit, Michizan.

Miasouri Agoncy: Bessie Kuhn, Occupationsl Anslyst, Occupationsl
Analysis Field Center, St. louis, Missouri

Wiscopsin Agency: H. A. Blankenburg, Manpower Consultant, Madison,
Wisconsin; G. W. Reler, 3tate Supervisor of
Counseling, HMadison, Wisconsin; Paul ¥. Schoff,
Occupational Analyst, Ocecupational Analysis Fleld
Center, ¥adison, Wisconsin; O. William Russell,
Chief, Assessment and Orientation, Madison, Wisconsin.

Kansas City Regional Office: W¥red Featherstone

National Office: DPersons from the Division of Occupational Analysis;
the Division of Counseling and Test Development; and
the Division of Placement.

The draft of this unit was also used in training personnel in the commuter-
assisted Job Analysis Vocabulary (JAV) experiments and the Detailed
Experimental Computer-Assisted lenguage experiments in Manpower Matching
activities in six State agencies., Its utilization resulted in more detailed
client data to relate to job openings. This unit will continue to be one
of the primary training tools for personnel in expanded manpower wmatching
experiments.

1y
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U3k ASD ARRANGEMENT

i~ oblactives ¢f the U.S. Federal-State maup~oor o
L: ne coervio Sryntoem Tl o LY varint oy eov i in oomrrahend
themaodves in Sorms A0 bheis coniiagic pagonticl o mect the vocoulro-

ments of jobs in the worid of work. The problem in achieving this
objective has been hwo-fold: 1) ijetermining the requirements of jobs
relevant to the potential of workers, and 2) determining the qualifications
ST persons in the same terms as the requirements.

R
i

The first of these problems was resolved by the development and publication
of the ¥orker Traits Arrancgement in Volume II of the third edition of the
Dictonery of Occupationsl Pitlesl/which contains worker traits requirements
for most of the jobs in the economy.

This -raining .nit was developed in response to the second problem. It
provides techniques and procedures for obtaining information from the client
in the same lenguage as that used in describing jobs. and for relating the
client data tc job data in the Worker Traits Arrangement. Although it is
primarily an instructor's guide for concucting two basic training sessions,
it cen be used as a textbook by indivicunls “hr are learning on thoir own.
Persons trainec¢ in this approach can adart the contents to meet the needs
of specific programs and activities.

This unit is a0t intended to replace the tochnicues and procecures
previfesd in the employment sccurity operating manuels for the

conduct of its various programs. Rather, it is anticipated that its
utilization will result in additional pertinent client information to
supplement those data derived from the usual methods.

Because the titles of persons involved in emrloyment service activities
are not consistent throughout the various State agencies, the words
"interviewer" and "client" used in this publication have the following
meanings:

Interviewer - One who converses with a job applicant or
other person interested in obtaining employment
now or in the future to obtain information
which may help identify job placement or career
potential.

Client - One who is seeking assistance in finding a job, in
career exploration and planning, and/or in related
concerns.

l/ Dictionary of Occupational. Titles, U.S. Department of labor,
Manpower Administration, 1965. For sale by Superintendent of
Documents, U.S. Government Printing Office, Washington, D.C. 20hk02.
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Wrlices techaianes for obtaining information trom the client
{n teras oY worker tratts, Contains clues for relating informa-
rion vrom the client €0 worker traits factors, along with tls-
cassions on the svaluation 27 these clues, Included are Lech-

aiques for evaluating school achievement; test results;
Lelsure-time activities; tiobbies; stated interests; results of
interest fonventories; rmilitary service; previous work

X PE!

fence, if any; reasong for leaving school and/or work;
and otier velevant data. Since the information obtained
Juriapg the Interview mav consist of littie more than these
“luca, the interviewer is cautioned against veaching rapid
v iusiong befoare exploring this infermatina to the maxinum
extent pessible,

During the session, participants practice develaoping worker
traits profiles {r the clients in the case histories provided

them,

Seseion L vrillzation »f Jorker Traits Arrangement {WTA) in Formulating
Vocatioval Goals:

Cuilines techoniques and procedures for relating data about the
clienz t appropriate career areas of specific occupations, The
Worker Traits Groups contain jobs »ccurring in various technolo-
gies clustered according to estimated worker traits requirements
described in the same languape as that used for obtaining data
from the client {See Session I, above). The appraisal of a client
in terms of these traits does not depend upon previous work
experience, which makes this technique particularly valuable in
work{ng with persons who have l{ttle or no work history, or who
f~r snme reason cannot continue {n the work which they have been
performing,

This session contains a step-by-step procedure for relating the
client data profile to the profile of jobs requirements for the
WTA groups(s); selecting the grouy {s) for exploration by the
client; discussing occupational choices with the client; providing
client with information on occupational data available from

other sources - labor market information, {ncluding such items

as data about available joh openings, prevailing wages, occupa-
tional outlook, locations of possible employers, etc,, and if the
client is interested in long-range goal, discussing education and
training required, where they can be obtained, the probable length,
possible sources of aid and related factors.

-1
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Appendix A Jractice Exeveicses

e seribes four client cascs for use hy participants in applyine

techniques in Sessions I ant IL. Four Jdifferent tvpes of clients
are described - a discharged serviceman, an older worker return-
ine £a the labor market, a handicapped worker who must change

jobs, and a Jdisadvantaged person, Participants will evaluate
data in each case in terms of abilities, personal traits, and
individual characteristics and develop a profile for each.

- Thig section als»y coutains discussions of evaluations for each
client and a possible appropriate solution for each. The user
{5 cautloned, however, that this material represents an overall

- approach to providing assistance to the client and that in many
cases the development of a suitable job or career choice sh»uld
be merged with counseline, which deals with other problewms of
employability.

Appendix B Introduction to Werker Tr: -3

Contains a procedure for promoting greater understanding of

worker traits concepts and definitions as they relate to job
requirements. Provides for training based on utilization of
the Handbook for Analyzing Jobs. 1/

Appendix C Ocrientation to Worker Traits Arrangement

Provides for training in the contents and format of this part
of the Dictionary of Occupational Titles, to facilitate its
use in a variety of manpower programs, particularly those
concerned with relatirg people and jobs.

Appendix A& 1s to be used with both basic sessions, while Appendixes B and C
are to be used as the needs dictate. Primarily, they should be utilized ir
the following manner:

Persons having no training in worker traits concepts and no
training in the Worker Traits Arrangement should be trained
in both Appendixes B and C preliminary to attending the basic
sessions;

Persons who are knowledgeable of worker traits as presented in
the Handbook for Analyzing Jobs, but are not familiar with the
Worker Traits Arrangement, should receive training in Appendix
C prior to the basic sessions;

1/ Haadbook for Analyzing Jobs, U.S. Department of Labor, Manpower
Administration, 1972, For sale by Superintendent of Documents,
U.S. Covernment Printing Office, Washington, D.C. 20402,

8
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MACHANIBOOK NO, 14

Zarkor Traite Troinine Unit
CONTENTS

Page
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Vocational Goalg=-=-==-=-m-=-=m=o—-=co-co--omososoos oos 31
Appendix A: Practice Exerciseg-=-==--=-------=--=c=oooosooossommToTs 45
Appendix B: Introduction to Worker Trait§----=-=com-ncc--earmoono—- 77
Appendix C: Orientation to Worker Traits Arrangement---------=c==-= 81
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SESSION I.

ADPPLICATION OF WORKER TRATTS FOR CLIENT APPRAISAL

10
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SESSINK "UTLINE

SUBJECT : Appiication of Worker Traits for client appraisal

OBJECTIVE: To promote the use of Worker Traits concepts in
estimating a client's potential.

TRAINING ATDS: Large Blackboard
* Visual Aids (optinnal)

MATERTALS: Dictionary of Occupational Titles, Volumes I and 1I
Supplements 1 and 2 to the DOT
Handbook for Analyzing Jobs
Guide for Relating General Educational Development
to Career Planning 1/

METHODS : Lecture; Visual Aids; Practice Exercises

*Charts, slides, and other visual aids can be prepered if facilities are
available. Data portrayed will be from Handbook for Analyzing Jobs; the
Dictionary of Occupational Titles; and The Guide for Relating GED to
Career Planning.

lRelating,General Educational Development to Career Planning, U. S.
Department of Labor, Manpower Administration, 1971. For sale by The
Superintendent of Documents, U. S. Government Printing Office,
Washington, D, C. 20Lk02.
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Nabn Noo, i.‘)“i

Means nf Com-
Darisnn with
vob Require-
ments

Paople Agsgessed
Di¥ferently
Than J-bs

Tnterview Main
Source ~f Infor-
mation
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‘n oorder oo U the olient L oaporoprisce vocu-
tional gouls =nd job Hpportunilies, common oo ncephls,
Inngueg.-, ani approaches must be wz2d “or charac-
tariming both jobs and people. n sther words, the
inli ridusl's prtential must be expressed in the

same msnn<r oS requirements made i workers.

Data neaded Por zpplicant appraisal ineclude the
£07171 ~wing:

. FSstimnted lovel f oducational developmont
attained.

2. ldentification »f a pers:n's intarests.

3. Knowledge of client's adaptabilities as they
relate to the temperaments required by the j b
situati-ns.

‘t. Recognition of strengths and weaknesses in apti-
tudes that a person may possess.

5. Knowledge nf a person's physical capacities and
tolerances for the working environment.

These items have been defined as Worker Traits com-
ponents and used as the primary criteria in collect-
ing and recnrding information sbout jobs. So, if a
client's potentiasl can be appraised by using +he
same d=finitions and rating scales that are u.ed in
analyzing jobs, we have a general basis for r=lsat
ing pe~ple to Jobs.

As penple 3re nore complex, with varying configura-
tions of characteristics, we coannot assass them
with the consistent approach used in analyzing jobs.

Skill and rerecoriivenccz onothe rart o she interviow

er, along with judgment, *ill have to be useda in
order to cbtain client data.

The main source of infnrmation wvsunlly w111 be the
interview. Care must be tsken to obtain as much
data as possible during the interview sessions, ond
the interviewer must be alert and sensitive to small
cluves. We vill consider some of these cliues as we
discuss the application »f each of the Worker Traits
‘n this activitity.



ERY POUNTS TEXT

APPRATSING First we will consider General “ducation Develnp-
GENFRAL EDUCA- ment (GED).

TIMNAL DEVELIOP-

MENT

"NSTRUCTOR: WRITE "GED" ON BLACKB..

Nefinition of As stated in the Handbook for Analyzing Jobs and

GED in the Guide f-r Relating General Educational
Development to Career Planning, GED embraces those
aspects of « ication (formel and informal) -rick
contribute . Lio errer’c fag ocemsarias cevednyneont
and ability to follow instructions, ~:ic¢ (b) acquisi-
tion of "tonl" knowledges such as language and math-
ematical skills. This is education of a general
nature~ which does not have a recognized, fairly
gspecific nccupational objective. Ordinarily, such
education is obtained in elementary school, high
school, or college. However, it is derived alsn
from experience and self-study.

Application Appraisal of an individual in terms of GED is based
to Prople on all pertinent life experiences, including speci-
fic criteria such as:

1. School achievement, including grade level attain-
ed, subjects studied, standing in class, and
honors or specinl recognition in specific sub-
Jercts.,

2. Special courses, including military or civilian.

3, Results of tests which measure degree of academ-
ic achievement or general intelligence.

L. Lelsure-time activities.

5. Achievements, both vocational and personal,
in previous work situatlions, if aeny.

6. Communication level, both written and oral com-
municating during interviews.

Formal Educa- Since GED is frequently derived from formal educn-
tinn--Not tion, we might want to immediately "squate" the
Accurate individual's schooling to an estimated level of
Meagurn aducationnl development, but this does not work

vory well for gseveral reasons. First of all,
13
-3 - =Y




KEY POINTS TEXT

Formal Educa- curriculum standards vary from school to school,
tion--Not from community to community, and from State to
Accurate State. Also, the content of courses may change as
Measure (cont'd) time passes. More importantly, the number of

school years completed is quite often a poor mea-
sure of the amount of usable knowledge that has

been retained. Persons may have completed several
years of formal high school education and yet score
at a 5th or 6th grade level on achievement tests
such as the Stanford Achievement Test (SAT). (If
achievement test scores for a client are known, they
may be used along with other information in formu-
lating the estimate of GED. However, such tests may
not furnish conclusive information by themselves,
especially for disadvantaged clients,)

Additional items to consider in the client's GED
would include self-study, education acquired in
military service or in correctional institutions,
hobbles, and participation in religious organiza-
tions or s>cial clubs. As stated previously, the
entire 1ite experience must be considered.

Let us outline some of the points of discussion that
can be explored during the interview with the client
for possible clues to GED level.

INSTRUCTOR: WRITE AN OUTLINE OF THESE POIn(S ON THE BLACKBOARD AS THEY
ARE PRESENTED AND OF OTHERS THAT MAY BE SUGGESTED IN CLASS

DISCUSSTION.
Cluesg for Some of the items to be considered in evaluating
Evaluation the GED levels of Job duties may also apply to

client appraisal. The progression of reasoning
develnpment described in the six GED levels, for
example, can be useful in assessing the reasoning
ability of the client, ' Answers to such questions
as the following cen be explored in the interview
and then compared to the category of the GED levels:

INSTRUCTOR: PhESENT THE FOLLOWING QUESTIONS SIOWLY SO THAT CLASS CAN
MAKE NOTES.

1. What type nf instructions has the client follow-
ad on previons Jobs or in nther nctivities guch
at school work and lelsure time purauits? oral

-l - 14 1=
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instructions? schedules? interpretation of
technical manuals? nonverbal symbolism?

2. Does the client appear to reason mainly on the
common sense level?

3. Can the client cope with situations where there
is limited standardization?

4. How many variasbles can the client deal with in
a work or pley situation?

5. Does the client have the rcasoning ability to
deal with an organized body of knowledge (apply
principles of rational systems) to solve prob-
lemsg?

6. Can the client reason, using logic or scientific
thinking?

7. Can the client deal wich abstract variables?
8. Can the client conceptualize?

Schonl R:cency of school must be taken into consideration;

Activities as well as names of subjects studied; likes and dis-
likeg for verious subjects; grades made in courses
(especially math and language); special extra-
curricular activities and participation in ezhool
clubs. Compare the information with curriculum
data for math and language levels on pages 6-15,
Relating General Educational Development to Career

Planning.
Communication Client's oral and written verbalization will pro-
Skills vide a clue to langusge development. Questions can

be asked regarding reading habits. What does the

client choose for leisure reading? How often does

the client read on his/hcr own? The televiglon yromrams
that the client prefers to watch mey also provide

gome clues to langusge development.

Previous Work The general nature of previous jobs (if any) may
Experlence(s) give some suggestion of the GED level requirements
that the client was required to meet, It should
be kapt in mind thet the clieont may hnve worked
on joos below his/her level of potentinl. Cripe
must be taken, however, since the client's reports
of hig previous work may not be entirely obJjective
Specific questions can be asked regarding the amount
nnd kinds of math and language required to perform

15
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Leisure Time
Activities,
Hobbies

Reasoning,
Mathematics,
Language
Considered
Independently

Practice Exer-
cises-~GED

TEXT
the tasks involved,

The .vocational activities of the client often
provide important clues to educational develop-
ment. For example, those activities which in-
volve the nse of language, i.e., acting as club
secretary, playing word games, working crossword
puzzles, participating in thcater groups; and
those activities which involve the use of math-
ematics, i.e., acting as club treasurer, keeping
family budget, figuring betting odd- or handi-
capping horse races, playing donino:s, etec.

The points we have discussed should provide you
with some ideas for exploring and estimating
educational development when interviewing the
client. FEach of the three GED categories
(reasoning, mathematics, and language) should be
considered independently. and the client's level
in rach of the three sheruld be estimated.

let's see how well you can do at estimating GED
from the four case histcries that have been pre-
perel as practice «xerci.es You will find the
1~ 11 case histories in Appendix A, Pages Lk, 51,
5J, and 65, respectively.

The cases ax¢ stated in terms of the basic problem
followed by additional information that presumably
was obtained from interviews with the clients., You
will be working nt .»>me disadvantage, of course,
because you are limited to the information that is
provided. In a real interview situation you would
obtain much more information than is briefly sum-
marized in the additional items. Also you would
be able to follow up on a particular point for
clarification. Nevertheless, see what you can do
with the clues that are provided. At the end of
ecach case history, there is a section "Client
Appraisel"” for recording your estimates of the
client's educational development, When you have
completed your appraisals, we will discuss the
results.

16
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INSTRUCTOR: SEE PAGES - -, . -, o - =0 TZololonn o= Tie -k
CAdecd. G0 OVER - L5 ORTATH COMNMIKTS FROM O TRAINENG,

Are there any questions regarding the evaluation of
GED for a client? (pause to answer any questions)

APPRATISING Speacific vocational preparation (SVP) must also
SPECIFIC be estimated. According to the Handbook for
VOCATIONAI Analyzing Jobs, it is "the amount of time required
PREPARATIOL : learn techniques, acquire information, and

aev :lop the facility needed for average perform-
Definitinn ance in a specific job-worker situation.”

TNSTRUCTOR: ERASE 5ED MATERIAL AND WRITE "SVP" ON BLACKBOARD.

Ninr Lovels 7, circumstances under which SVP may be acquired
are stated on page 209 of the Handbook, (Allow
class time to locate page.) On page 220 we see
the chart for the nine SVP levels.

An SVP level should be estimated for any vocation-
al training or work experience in the client's

background.
Mnk ing SVP Tn addition, the specific situation in which the SVP
Notation was acquired should always be identified. For

example, a client who has had six months on-the-job
training in a prison cabinet shop would be evalu-
ated as: "SVP: L, woodworking."

TNSTRUCTOR: WRTTE NOTATION "SVP: k4, WOOTIWORKING'" ON BLACKBOARD.

The L4 indicates a time period of 3 to 6 months of
preparation and "woodworking" specifies the Jjob-
worker situation. (SVP for different kinds of
work should not be combined into a single GVP
nstimate.) Any other kind of SVP would be listed
and 1identified separately.

Wi
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SVP May Be If the client has not had any occupatinnally
Disregarded significant vncational or on-the-job training,

. disregard the estimatinn of SVP,

Published SVP “n the four case histories there is only onne
Ratings for client who has an nccupatinnally significant

Fully Qualified SVP, 1t is Jnhn Hildenburt, the client with the
Workers injury-handicap. How would you evaluate and record

his SVP level? (pause for response). In the case
of a persnon whn has already reached the point of
average performance and has been working for some
time as a fully qualified worker, the appraisal of
SVP will be the same as the full SVP rating that
hss been estimated for the person's occupation.

The SVP rating for the Job of Maintenance Mechanic
1T (any ind.) 638.281, the job in which John
Hildenburt was fully qualified, has been estimated
as SVP: 7. How do we know that it i3 level 77
(pause fr response). We know because the informa-
tion is available in the DOT Supplements (hold up
copy of Supplement #1) which give the estimated SVP
for every defined job in the DOT. The notation
would then be: "SVP: 7, MACHINERY MAINTERANCE
MECHANIC." You may want to add the notation to
your case history sheet. For the remaining clients
you can enter a dash next to the SVF.

INSTRUCTOR: WRITE NOTATION "SVP: 7, MACHINERY MAINTERANCE MECHANIC"
ON BLACKBOARD.

Recency of SVP Recency of training or experience can be an impor-
Must be Congid- tant factor in rating SVP in a client. In the case
ered of Helen Benson, the previous clerical training is

no longer significant because of the length of time
which has passed.

Are there any questions regarding the appraisal of
SVP for clients? (pause to answer questions)

INSTRUCTOR: FERASE SVP MATERTAL AND WRITE "APTITUDES" ON BLACKBOARD.

APPRAISING Aptitudes are defined in the Handbook for Analyzing

APTITUDES Jobs as the "specific capacities or abilities requir-
ed of an individual in order to facllitate the
learning of some tack or job duty."
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KEY POINTS

Definition

Five Levels

Peoples Evalu-
ated Tn Terms
of Flve Levels

Interview =
Source »f
Information

Aptitudes
Tnferred from
Activities

TEXT

As stated in Appendix B of the Handbook and

Volume II of the DOT, the eleven aptitudes defined
and used in the analysis of jobs are: Intelli-
gence, Verbal, Numerical, Spatisl, Form Perception,
Clerical Perception, Motor Coordination, Finger
Dexterity, Manual Dexterity, Eye-Hand-Foot Coordina-
tion, and Color Discrimination.

“mn page 233 of the Handbook we see an explanation
of the five levelr that are used to indicate the
smount of an aptitude required in 2 Job. These
lavels represent amounts possessed by segments of
the working popalation, as follows:

Lavel 1, the amount of aptitude possessed by the
top 10% of the working population;

Level 2, by the upper third less the t-p 10%;
Level 3, by the middle third;

Level U, by the lower third less the bottom 10%;
and .

Level 5, by the lowest 10%.

As a result of job analysis studies, we have Apti-
tude information expressed in the qualifications
profiles for the Worker Traits Groups in the DOT.
Now we want to be able to obtain Aptitude informa-
tion about individuals in the same terms.

Nne possible way is by testing, especially since
the Employment Service has the General Aptitude
Test Battery (GATB). Before we discuss testing,
however, let's talk about the clues to Aptitudes
that may be obtained from the interview only. In
some cases you may not have immediate access to
GATB scores for a client. Other clients, because
of disadvantage or language difficulty, cannot be
teasted successfully with the GATB. For these rea-
gons it may be necessary for an interviewer to esti-
mate a client’'s Aptitudes from the interview it-
self.

Aptitude information mgy be inferred from a client's
activities--activities »n previous jobs, or activ-
ities of an avocational nature. This is especlally
true of the psychomotor factora, such as Finger
Dexterity, Manual Dexterity, Motor Coordination, and
Fye-Hand-Foot Coordination. If it appears that
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Aptitudes activity of this type was present on a previous

Interred from Job or in some leisure pursuit, the interviewer can

Activities explore the complexity and frequency of the activ-

(cont'd) ity. 1In order to do that aquestions can be asked,
such as:

1. What kind of tools did you use on your last
Job? How did you use them?

2. How fast did you have to work to assemble the
parts that you put together?

3. What was the hardest thing you did on your job?
What was the easiest for you to do?

L4, How often did you drive the forklife truck?
5. How well can you type?
6. What sports do you like?

7. How good are you at shooting pool?

Degree of The presence of a clue activity in a previous Job
Success Must may not be sufficient information to infer aptitude
be Considered potential., It may also be important to determine

the client's degree of success in performing the
activity. A worker who was required to perform
rapid assembly or packing work, and who did this
easily, and who can express pride and enthusiasm
about his accomplishment, may help to verify the
inference of above average Manual Dexterity Apti-
tude. On the other hand, a worker who has been
dischargel from work for his inability to perform
some activity may thereby indicate a possible apti-
tude weakness rather than a atrength. The need to
determine the degree of success will apply to all of
the Aptitude factors.

Numerical-- Inferences of Numerical and/or Clerical Perception
Clerical Aptitudes may be gained by asking specific ques-
Perception tions about the nature of previous duties, such as:
Clues

1. Did you do any figuring, or work with numbers
on your warehouse Jnb at Holmes Co.?

2, Did you make chenge for customers on your last
Job? Did you read the sales tax from a chart?

20
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Numerical--
Clerical
Perception
Clues (cont'd)

Form Perception
--Spatial Apti-
tudr Clues

Verbal Aptitude
Clues

TEXT

3. What kind of records did you have to keep in
the stockroom? How much time did you spend with
the paperwork.

4, Did you file the IBM cards by numbers or by
alphabet? Were you checked for accuracy?

Clues for Numerical and/or Clerical Aptitudes may
also be obtained from leisure time activities, such
as from the client who often marks scores and play
notations on a scorecard while watching or listen-
ing to a baseball game, or a client who likes to be
the scorekeeper in a bridge game.

Form Perception and Spatial Aptitudes are more
difficult to infer from activities because they are
not 8o obwvious. However, there are some clues.
Sometimes the general nature of work previously
performed will suggest these aptitudes, i.e., car-
pentry, lathing, pipelaying, tilesetting, etc.

Some information may also be gained by asking ques-
tions about the need fr correct alignment, or the
closeness of tolerance required in previous duties,
or by asking if any work was performed by following
blueprints, diagrams, or by comparing objects with
& prototype or model.

Many leisure activities, such as sports participa-
tion, require Spatial Aptitucde, The playing of
billiards or pool may infer this ability. The
building of model kits from diagrams suggests need
for both Spatial and Form Perception. An activity
as simple as putting together Jigsaw puzzles may
provide clues.

Verbal is also one of the eleven Aptitudes and must
be estimated. The interviever's task in this case
18 not to determine the educational level, but rath-
er the potential of the client to be able to under-
stand and use language. This is displayed in the
speech habits of the client during interview, in the
written material which he places on records and
forms, in tasks which he has previously performed

on other jobs, and in his activities while away from
work.,

Some questions to be considered regarding a client's
previous work might include:

21
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Verbal Aptitude
Clues (cont'd)

Color Discrim-
inatinn
Estimate

Int~lligence
Factor
Estimate

Comparison of G
Factnr and GED

Appraisal In
Terms of the
Five Levels

TEXT

1. Has the client ever had a Jjob which involved
public contact? 1If so, what kind of informa-
tion was given or exchanged?

2. Has the client ever had to prepare reports or
make written records on previous jobs? What
kind of information was included?

3. Has the client ~ver followed written instruc-
tions in order to do the work?

4, Has the client done typing and filing work?
5. How good 1s the client at persuading people?

If a client can distinguish among various colors,
at least level 3 of Color Discrimination can be
assumed. The client's ability to discriminate
among shades and color values will be difficult to
nstablish unless the client has been involved in
some activity, either in a work or leisure situa-
tion requiring this discrimination (art work or
decorating.)

Factor G, Intelligence, is detined as "The ability
to 'cateh on' or to understand instructions and
underlying principles. Ability to reason and make
judgments. Closely related to doing well in
school." The interviewer will have to apply an
overall impression of the client and consider the
summary effect of the oth:r Aptitude factors to
estiamte this potential in the client.

Some clues for estimating the G level can be obtain-
od from the estimates already made for GED. How-
ever, Aptitude G and GED should never be thought of
a8 being identical, although levels of the two re-
flect a high correlation (parallel highs and lows).

For all the Aptitude factors, the final appraisal
notation must be made in terms of the five postu-
lated levels as defined in the Handbook for Analyz-

ing Jobs.

The egtimated levels result from relating client
data to the 1llustrative situations in the Handbook
for Analyzing Jobs.

22

- 12 - (P



KEY POINTS TEXT

Practice in Using this teclnique, formulate an estimated
Aptitude Aptitud~ pronfile for each of the four case
Appraisal with histories.

the Case

Histories

INSTRUCTOR: ALLOW CLASS TIME TO COMPLETE APTITUDE EXERCISE, WHEN
COMPLETED, DISCUSS RESULTS OF ESTIMATES, REFER TO CASE
DISCUSSION SHEETS BEGINNING ON PAGE 46.

Assessment of Now we will discuss the assessment of Aptitudes
Aptitudes by of the client by means of an Aptitude test--the
Testing GATB, .end the relationship of test results to the

five Aptitude levels in the Handbook for Analyzing
Jobs and the Dictionary of Occupational Titles,

Problem in This relationship is based on the comparison of
Comparing two different types of data:

Different Kindc

of Data v 1. GATB data are Aptitude scores obtained by

testing persons.

2. Aptitude profiles are estimates of the amounts
of Aptitudes required for average performance
on specific Jobs obtained through analysis of
the Jjobs.

How can we then compare these two different kinds
of data? How can the interviewer relate a person's
GATB score to the estimated Aptitude profiles of
Worker Traits Groups? What relationship does a
score of 95 for Form Perception on the GATB have
with a rating of level 3 for Form Perception in a
Worker Traits profile?

Conversion For this purpose consider th: following conversion
Table table:

23
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KEY POTNTS TEXT

Chart #1

wWorker Trait GATB Scores
Aptitude Levels

1 126 +

2 109 - 125

3 92 - 108

L 75 - 91

5 74 and below

As an example of the application of the conversion
table, let us suppose that a client makes the
following scores o the GATB:

G V § S P Q K F M
92 79 90 98 95 76 101 109 112

INSTRUCTOR: WRITE GATB RESULTS ON BLACKBOARD.

Use of Conver- What Aptitude profile will result if we apply the
sinn Table conversion table? Let's take each factor and write
in the Aptitude level on the blarkboard.

INSTRUCTOR: WRITE EACH LEVEL NUMBER IN AS CLASS IDENTIFIES IT., RESULTS
SHOULD BE AS FOLLOWS:

O

w
w
=
W X
n =
n o

G V N
3 4 b

This shows how we can arrive at an Aptitude pro-
file for a person, based on GATB results. We can
then compare it to the Aptitude profiles for jobs
as given in the Worker Traits Groups.
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KEY POINTS

TEXT

This procedur= also works in reverse. For example,
a client states that he is very interested in sports
and would like to be a physical education teacher in
a high school. The interviewer working with this
client is interested in knowing if the client pos-
sesses the Apti‘.ades generally required to prepare

for this occupe'. n. (The interviewer will, of
course, be inter.:.ted in all the Worker Traits
requiremen: ., but to make our present point we will

limit our discussion to Aptitudes.)

The client can be tested, but where can the inter-
viewer get the needed information about the Apti-
tude requirements for the Job of physical education
teacher in order to compare the client's test
results with Aptitude profiles? (pause for
response)

The interviewer can turn to the Worker Traits Group
where the occupation of physical education teacher
is located.

As an exercise, let's see how quickly you can find
the particular group in the Worker Traits Arrange-
ment in Volume IT in which the physical education
teacher appears. When you have found the right
Worker Traits Group, copy the levels indicated for
each nf the Aptitude factors and then convert them,
uging the conversion table, to GATB score ranges.
Raise your hand to indicste when you have finisghed.

25
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INSTRUCTOR: ALLOW TIME FOR CLASS TO COMPLYTE EXERCISE. IN THE NEANTIME
BEGIN TO WRITE THE FOLLOWING NUTLINE ON THE BLACKBOARD.
ASK CLASS TO PROVIDE APTITUDE LEVELS AND GATB RARGES., FILL
IN ANSWERS ON OUTLINE.

Aptitude Aptitude GATB
Factors Levels Ranges
G 2 109 - 125
v 2 109 - 125
N 3 -4 75 - 108
S b 75 - 9
P b 75 - 91
Q b 75 - 91
K 2 -3 92 - 125
F 2 -3 92 ~ 175
M 2 -3 92 - 125
E 2 -3 no GATB score
C b -5 no GATB score

Now we have some idea of the Aptitude range, in
terms of GATB scores, required by this job. We
can compare this with the client's test results,
if the -lient is tested.

Aptitude Ranges A very important point must be made in regard to the
Peflect Average interpretation of conversion information. These
Sc.res, Mot ranges represent mean scores and must not be thought
Minimum Cutting of, or used, as cutting scores. Cutting scores
Scores usually reflect minimum aptitude requirements,

Aptitude ratings in the Worker Traits Qualifications
Profiles represent the estimated amounts needed for
satisfactory average performance and it is neces-
sary that the a&ptitudes of the client be expressad
in the same menner. For this reason, the interpre-
tation of the score ranges on the blackboard should
be:

1. The amount of Intelligence required for average
performence as a physical education teacher iu
estimated to be in the GATB score range of
109-125.
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Aptitude Ranges
Reflect Average
Scores, Not

Minimum Cutting
Scores (cont'd)

TEXT

2., The amount of Verbal Aptitude required for
average performance as a physical education
teacher is estimated to be in the GATB score
range of 109-125,

3, The amount of Wumerical Aptitude required for
average performance as a physical education
teacher is estimated to be in the GATB score
range of 75-108.

You may be interested in the GATB results of your
case history clients, so that you can compare them
with your «ppraisals.

INSTRUCTOR: WRITE FOLLOWING SCORES ON BLACKBOARD:

Ernie Fulton
Helen Benson
John Hildenburt

¥illiam Jackson

G A4 KR s P Q K F M

92 83 93 106 107 91 105 100 110

112 120 103 92 92 110 97 96 94
120 118 125 122 127 102 106 104 ---

(could not be tested)

Are there amy final questions sbout estimating
Aptitude. of a client? (pause to answer questions)

INSTRUCTOR: ERASE APTITUDE INFORMATION AND WRITE "INTERESTS" ON
BLACKBOARD.
APPRAISING We will now turn our attention to Interests. Inter-
INTERESTS ests, as we have learned before, are preferences
for certain types of work activities or experiences,
Definition often with accompanying rejection of contrary types

of activity or experiences. Jobs have been analyz-
ed and rated in terms of ten bipolar statements
which reflect Interest pattern of the Jobs. Now we
are concerned with estimating the interests of
people in t=rms of these same factors. Let's re-
view the . Interest factors on page 317 of the
Handbook for Analyzing Jobs.
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KEY POINTS TEXT

INSTRUCTOR: REREAD WITH CLASS EACH OF THE INTEREST FACTORS.

Assessment Must Information about a client's interests can be
Be in Terms of obtained from the interview, As a guide, the
Ten Interest interviewer can observe the following points,
Factors

INSTRUCTOR: OUTLINE THE FOUR POINTS ON THE BLACKBOARD AS THEY ARE
PRESENTED.

1. Know the Interest factors well.
2, Develop the discussion around the ten factors.

3. Relate client's work and nonwork experiences
(avocations, leisure-time activities, etc.) to
the Interest factors.

4, Evaluate all information and determine inter-
ests that are realistic and vocationally walid.

One technique that can be used is to ask the client
"What did you like best on your last job?" Follow-
ed by, "What did you like least?" This type of
questioning can be used to cover any previous employ-

ment.
Leisure Activi- The interviewer who is obtaining information about
ties May client's interests will not want to overlook leisure
Indicate time activities, since in some cases what a person
Occupationally does on his own time is what he would like to do in
Related a work situation. Whether or not the interests
Interests revealed in leisure time pursults can be transferred

to work situations is a judgment that the inter-
viewer will have to make. For example, it might be
difficult to relate occupationally a client's inter-
est in watching television, whereas a client who
likes to tinker with his automobile offers many
more occupational possibilities.

28

- 18 - =75




KEY POINTS TEXT

Interest "Testd' In addition to information obtained during the
as a Source of interview, there :re also tests, checklists, and
Information related materials that are designed to inventory,

survey, or measure a client's interests. They
usually consist ¢f a list of specific situations
which the client checks to indicate his likes,
dislikes, or preferences.

Practice in Before we discuss these, appraise each of the four
Appraising cagse history clients in terms of the Interest
Interests in factors. Read the information from the case his-
Clients tories and select from the 10 Interest factors

statements those which you feel moat strongly
reflect the estimated interests of the four clients.
Choose as many factors as you need. Use the num-
bers to represent the factors. The results will

be an Interest profile for the client stated in the
same terms as the Interest profile for Jjobs.

INSTRUCTOR: ALLOW TIME FOR CLASS TO COMPLETE INTERESTS EXERCISE. WHEN
COMPLETED, DISCUSS RESULTS OF APPRAISALS, REFERRING TO CASE
DISCUSSIORS.

The most familiar of the interest measurement devic-
es in general use are the Strong Vocational Inter-
est Inventory of Edward K. Strong and the Kuder.
Strong's inventory is not utilized in the Employ-
ment Service, although some other public agencies
use it, whereas the Kuder is rather widely used.
Another paper and pencil inventory is "The Inter-
est Check List", developed by the U. S. Employment
Service and used in many of the local offices., We
will discuss the Kuder briefly. It is possible

to mske some inferences from Kuder tesults in terms
of the Worker Traits Interests for a very good rea-
son: the bipolar factors were suggested by the
work of William C, Cottle who identified 5 pairs

of bipolar factors as a result of the factor
analysis of results from four tests--the Minnesota
Maltiphasic Personality Inven: -v (MMPI), the Bell
Adjustment Inventory, the Strors Vocational Inter-
est Blank for Men, and the Kuder Preference Record,
adminigtered to a selected group of individuals.
One has only to examine Cottle's research report to
see the influence of the Kuder in the results. Here
we gee some of the more clear-cut influences of the
Kuder on the Worker Traits Interest Factors (Points
to chert or writes on blackboard).
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TEXT

Kuder Profile Areas

Mechanical
Persuasi.e
Computational
Clerical
Literary
Scientific

Worker Trait Interest Factors

la, Ub, 5b
2a

la, 3a

3a

1b, 3b

2b

Caution about
Interpretation
of the Chart

(Allow time class to copy information). It must be
kXept in mind that the bipolar factors resulted
largely from combinations of both Strong and Kuder
factors. In many cases the Kuder factor shown here
on the chart as contributing to the Worker Traits
Interest did not stand alone in the factor loadings
but was supported by similar factors from the Strong
results.

There is no one-for-one relationship possible
between Kuder profile and the Cottle factors, but
some general inferences may be drawn from the rela-
tionships on the chart.

INSTRUCTOR: 1IF AVAILABLE, PASS OUT COPIES OF THE INTEREST CHECK LIST
FOR CLASS TO EXAMINE.

Interest Check
List Relates to
Worker Traits
Groups

APPRAISIRG
TEMPERAMENTS
Definition

The items on the Interest Check List of the U. S.
Training and Employment Service relate to Worker
Traits Groups, rather than specific interest
factors.

Are there any final questions regarding the
appraisal of client Interests? (Pause to answer
questions)

The: Worker Traits Component of Temperements is
defined in the Handbook for Analyzing Jobs,

page 297-313.

Now let's review the twelve Temperament factors and
think of their possible application to people.
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TEXT

INSTRUCTOR: RE-READ

EACH OF THE TEMPERAMENT FACTORS WITH CLASS.

Temperament
Situations Are
Limited to Jobs

Interview--Main
Source of
Information

Previovs Employ-

ment May
Provide Clues

If you compare the descriptions of the Interests
with the 7-mperaments, you might conclude that there
is little -r no difference between some of the fac-
tors of the two components. However, a distinct

and separate viewpoint is needed in considering the
Interests vs. the Temperaments.

Tn relating these two components to p-cple, Inter-
ests asks the question about a workz:r: "What are
his work-activity preferences?” Wherzas Tempera-
ments asks th~ question: "Does he have the ability
to adapt to specific job-worker situations?”
Specifically, "can he adapt to a rigid, set routine
or must he have varied duties?" "Does he have the
qualities to become a leadman, or is he more of a
follower?" "Can he stand pressure and stress?”
"Can he comply with rigorous production standards?”
ete.

It is recognized that there are many personality
factors in addition to those suggested by the
twelve Temperament situations, but they are not
clearly related to job requirements. In apprais-
ing people in terms of Worker Tralts we are going
to 1limit our consideration of Temperaments to those
adaptabilities that are directly related to the
requirements of work situations.

At the present time there is no measuring or testing
device available for this purpose. Most of the
information about a client's Temperaments will have
to be obtained through the interview and its value
will depend upon the ability of the interviewer to
identify these data in terms of the defined Tempera-
ments factors. Temperament factors appear to be
more closely related to problems of job adjustment
than the other Worker Traits.

The interviewer can obtain some cluea from the
client's attitude toward any previous employment
situations. Special attention should be given to
learning if the client has ever quit a job or has
been discharged from a Job. The reason for the
separation may relate to the inability, or unwilling-
ness, on the part of the client to adjust to the
work situation, .
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"Liked Best-
Liked Least"
Technique Cun
Ap‘p¢y to
Temperaments

Interviewer
Must Not Jump
to Conclusions
about Client's
Temperaments

TEXT

If the client has had any previous employment, an
interview technique similar to that which was sug-
gested for the Interests can be used in which the
client is asked what he :ihe iz i beat ups what he/she
liked least about previous jobs. In this case the
question will not be limited to job dQuties but will
be open to any aspect of the job that might offer
clues to Temperaments. '

In responsr to the general type of question, the
client may speak of situations that are similar to
those deseribed in the Temperaments factors, such
as, "I didn't like all the pressure there," or,

"I liﬁed the public contact part of my job very
much.

Sometimes additional exploration on a particular

point will be necessary in order to discover the
situation which underlies the client's statement.

For example, the client may respond that he/she dicd not
like his /her surerviscr. Further discussion may reveal
the reasons for the dislike, i.e., "He kept every-

body under the thumb. We had to do just exactly

what he said 'to the letter'. We couldn't do a

thing on our own."

Such interview information may consist of little
more than clues, and the interviewer must guard
against Jumping to conclusions. Rather, the inter-
viewer shoulé explore all clues until he/she is
satisfied that they 4o, or d¢o not, refiect falrly
consistent personslity traits which are relatable
to Temperament factors.

The notation of a Temperament factor in the client's
profile will indicate that the client will have
little or no difficulty in adjusting to the occupa-
tional situation described by the factor. These
will be considered "Positive Temperaments," and
should be recorded in the profile as Pogitive Tem-
peraments.

INSTRUCTOR: WRITE ON BLACKBOARD "POSITIVE TEMP: R"
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This indicates that the client will have little or
no difficulty in adjusting to occupational situa-

+ions which involve repetitive operations carried

nut according to set procedures Or sequences.

Indicate It will be especially important to take note of
Negative negative Temperaments, or the inability of the
Tempersments client to adjust to certain kinds of work situa-
in the Worker tions.

Profile

Suppose you have a client who is very withdrawn
socially and would have a problem in dealing with
the public. If you feel that exposure to that kind
of work will not help the client and should be
avoided, you would indicate this by means of nega-
tive Temperament notations, which might be as
follows.

INSTRUCTOR: WRITE ON BLACKBOARD "NEGATIVE TEMP: P" REVIEW THESE FAC-
TORS FROM THE DEFINITIONS IN THE HANDBOOK OF ARALYZING JOBS.

Another client may not be a&ble to tolerate tedious,
repetitive kind of work. The notation for that
appraisal would be:

INSTRUCTOR: WRITE ON BLACKBOARD "NEGATIVE TEMP: R"

It is not necessary to force all of the Tempera-
ment factors into one or the other of these cate-
gories. You will note only those factors that are
significantly characteristic of each client.

Practice Appraise the Temperament characteristics of the four
clients' case histories.

INSTRUCTOR: ALIOW CLASS TIME TO COMPLETE EXERCISE. WHEN COMPLETED,
DISCUSS RESULTS OF APPRAISALS. REVIEW CASE DISCUSSION
BEGINNING ON PAGE U6,
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Interprztation
of Positive and
Negative Temper-
ament Factors

APPRAISING
PHYSTCAL CAPAC-
ITIES AND
ENVIRONMENTAL
TOILERANCES

TEXT

Once a Temperaments appraisal has been made for a
client, it is then possible to compare the result-
ing profile with the Temperaments requirements of
jobs as given in the Worker Traits Groups. If the
client's positive Temperaments are similar to those
in a Worker Trait group, the client should have
little or no difficulty in adjusting to any Temper-
ament demands on the jobs in that group. On the
other hand, if any of the client's negative Temper-
aments are the same as those required by the Jobs
in a group, as listed in the qualifications pro-
file, it msy be an indication of incompatibility
betweei. the adaptibilities of the worker and the
nsture of the Job.

Are there any final questions regarding the apprais-
al of a client's Temperaments? (pause to enswer
questions)

We will consider the Physical Capacities and Adapt-
abilities to Environmental Conditions.

INSTRUCTOR: ERASE TEMPERAMENTS MATERIAL AND WRITE "PHYSICAL CAPACITIES
AND ENVIRONMENTAL CONDITIONS" OR BLACKBOARD,

Use of Defini-
tions in Hand-
book as Check-
list for
Physical Capac-
ity and
Environmental
Tolerances

It is relatively easy to make a gross appraisal of
a client's physical capacities and tolerances for
environmental conditions, since the client is usual-
1y able to express in the interview any limitations
vwhich he may have. If there is a need to consider
in more detail the individual items, the definitions
in the Handbook for Analyzing Jots can provide a
comprehensive checklist for the interviewer, The
client would be asked guch questions as:

1. How much standing or walking are you able to
do?

2. What weight can you 1lift?

3. Are you able to push and pull objects if
required?

4, Are you able to climb stairs, ladders, and
ramps without difficulty?
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Making
Notations

-

Strength Factor
Must Always Be
Appraised

TEXT
5. Do you have any problem maintaining balance?

6. 1If required by a job, are you able to stoop?
Kneel? Crouch? Crawl? etc.

Questions about Environmental Tolerances might
include:

1. Can you work outside where there is no protec-
tion from the weather?

2. Can you work in extreme cold temperatures, such
as in a freezer or refrigerator?

3. Can you work in, or near, extreme heat, such as
a furnace or oven? etc.

In this way it is possible to determine quickly if
the client has any limitations, which then can be
noted in “he client's profile as negative traits.
For example: "2- No climbing of stairs," for
physical capacities, or "2 and 3- No extremes of
either heat or cold," for tolerance to environment.
Tt will be helpful to record these as brief com-
ments for later comparison with the physical de-
mands and environmental conditions of jobs.

The client's strength capacity should always be
appraised. This will be made in terms of the five
degrees of Physical Demands Factor #1. These are
Sedentary, Light, Medium, Heavy, ard Very Heavy,

and are defined in the Handbook for Analyzing Jobs
on pages 325-338., As an example, if a client

states that he is able to lift up to 100 lbs. if
necessary. but doesn't think he could lift this full
amount al . day as a part of a job, what degree of
Strength would be assigned? (pause for response).

In this case, it can be estimated that the client
can perform "Heavy Work" which is defined as "Lift-
ing 100 lbs. maximum with frequent 1lifting and/or
carrying of objects weighing up to 50 1lbs." The
symbol indicating this will be "H."

In another example, a client ic not sure what
weight she is able to 1lift or carry abovt, reports
that on her previous job she stood at a conveyor
line all day packing small items into polyethylene
bags. She states that she was able to do this
without difficulty. What strength factor would we
decide appropriate for this client? (pause for
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KEY POTNTS

Lppraisal Can
Be Commpared to
Ratings for
Individual Jobs
as Found in DOT
Supplements

Some Cases
Require Pro-
fessionsal
Yedical
tppraisal

Practice in
Client
Appraisal

TEXT

This client's strength can be estimated as "Light
Wwork"™. 1In this case the amount of weight lifted

is not the important determiner; it is the constant
standing that causes this degree of strength to be
assigned. You will note in the definition for Light
Work the following sentence: "Even though the
weight lifted may be only a negligible amount, a

Job is in this category when it requires walking or
standing to 2 significant degree..."

The appraisal of the Strength factor in a client,

as well as other Physical Capacities and Environ-
mental Tolerances, can be especially useful in com-
paring the client's ability and tolerance with
requirements of jobs as expressed in the two supple-
ments to the DOT. This is particularly true of
Supplement #2 since the jobs are arranged according
to Worker Traits Groups, with the estimated Strength
factor indicated for each job. However, it must be
kept in mind that these estimates are based on the
composite job as expressed in the DOT, and may dif-
fer from specific jobs as described in job orders.

The cases that might present appraisal problems in
terms of Physical Capacities or Environmental
Tolerances are those where the client has a medical
problem which requires the opinion of a profession-
al to establish the limitations on activity or
physical surroundings. In questionable cases the
interviewer will need the report of a physician or
medical specialist.

Use the information available in making your own
appraisal of the four clients. Only one of the
cases will present much critical information. Be
sure to appraise the Strength capacity of each
client, using the five levels.,

INSTRUCTOR: ALLOW TIME FOR CLASS TO COMPLETE EXERCISE. WHEN CO+PLETED,
DISCUSS RESULTS OF APPRAISALS. SEE CASE DISCUSSIUNS.

Are there any final questions regarding the
appraisal of the client in terms of Physical Capac-
ities and Environmental Tolerances? (pause to
Answer any questions)
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KEY POLNTS TEXT

SUYMARY This completes our review of the suggested tech-

nique for obtaining client data through the Worker
Traits structured approach. Although we have cover-
ed each component separately in this session, You
will easily understand that client information in

an interview situation will not be so compartmen-
talized, and in fact,”may be obtained in any order
and in any combination.

Two Kinds of In general, the client data must be assessed in
Generalized terms of capacities and adaptabilities or toler-
Responses ances.

Required of

the Client

Three of the Three of the components relate to capacities.
Worker Traits These three are: GED; Aptitudes; Physical
Components Capacities.

Related to

Capacity

INSTRUCTOR: WRITE THE FOLLOWING ON, THE BLACKBOARD.

JOB REQUIREMENT WORKER RESPONSE
GEDm--=-=m=-—==—w-mm=-—e-—ss-———---= Capacity
Aptitudes---===-=-=-==-=--=-—-so=--s Capacity
Physical Capacities-=-----====-==-< Capacity

In the case of GED, the client must have the imme-
diate ability to follow instructions, to reason,
and to use math and/or language, as required in
job. For Aptitudes, the client must possess the
required amount of specific aptitude necessary for
learning and/or performing job tasks, and the
client must possess the physical capacities in an
amount at least equal to those required by the job.

Since a capacity is something that a client either

has or does not have, these three Worker Traits
components appear to be especially important.
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KEY POINTS TEXT

Worker's Can the client do anything to change or improve
Capacities can capacities in order to meet job requirements?
Sometimes Be

Changed to Meet £ person's GED can be raised by more education.

R~aquirements
To some extent, physical capacities can also be
improved by such means as prosthetic devices and
special aids. A person who has poor vision can
be fitted with glasses. A person with a hearing
disorder can use e hearing aid. A person with a
missing leg can get an artificisl limb. A person
who is partially paralyzed can become mobile
through the use of a wheelchair, etc. However,
there will be some recognized limitations to the
possibilities for improvement.

Can aptitudes be changed in a person? We are not
able to answer this question. Of these three
Worker Traits components that relate to capacities,
Aptitudes appears to be the least mutable,

Two Components Two of the remaining components relate to adapting
Relate to to or jeveloping a tolerance for the work situation.
Tolerance They are Temperaments and Environmental Conditions.

INSTRUCTOR: PLACE A NEW CHART ON THE BLACKBOARD BELOW ON THE SIDE OF
THE CHART SHOWING CAPACITIES.

JOB REQUIREMENT WORKER RESPONSE

Temperaments—-~-cemm e Tolerance
Environmentsl Conditions----ceeea-aa Tolerance

In regard to these two Worker Trait components, it
is not a question of having a certain capacity or
ability in order to be able to perform the work,
but rather the need on the part of the worker to be
adaptable to the work situation.
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KEY POINTS

Tolerance
Requirements
May Be Easier
to Meet

Relative
Strengths of
the Tolerance
Requirements

Interests,
Neither
Capacities or
Adaptabilities

TEXT

In the case of tolerance, the worker appears to
have more control over his/her resyonses to the job
situation. In addition, there are ~ften mitigat-
ing considerations. For example, = worker who is
not by nature or personality a "natural leader"

and who does not really like to supervise others
may assume the supervisory role if the increase in
salary and/or the status of the promotion are
important enough to him/her. Or, in another example,
a worker may not like working in a noisy factory
where there is exposure to hot furnaces, but will
tolerate the condition to hold down a secure Jjob
with good company benefits. With tolerance, it

is not question of, "can the worker perform the
job?" as it is "can the worker adjust to the wurk

situation?”

Environmental Conditions arise out of physical cir-
cunstances and as such have a direct effect uporn the
worker. However, sometimes they can be changed.
Hazards can be minimized by protective devices and
by the enforcement 2f strict safety procedures.
Exposure to extremes of heat or cold can be alle-
viated by special clothing. Noise may be reduced

by modifications in equipment, etc.

Temperament situasticns can impose difficult adjust-
ments on the part or tne worker, since frequently
basic personality and intrinsic nature are affect-
ed. Some persons could never adjust to sales work,
others would have great difficulty performing in
jobs where stressful emergencies arise unexpected-
ly. On the other hand, some workers are able to
make the necessary adjustment to situations which
are contrary to their nature, if other considera-
tions sufficiently motivate them.

Interests are neither capacities or adaptabilities;
yet, they are important to Jjob satisfaction and,
frequently, Jjob performance. Throughout the inter-

view, the client may provide clues to his/her likes and

dislikes. In addition, the interviewer can ask
leading questions, such as, "Would you like to work
with people; would you like office work; are you
interested in meking things or working with a
machine?" etec.
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KEY POINTS TEXT

SVP Not In- SVP does not fit into our two general categories

cluded in the of capacity or adaptability.

Two Categories
It is expressed by = Lime continuum and can be
acquired in a runtor o ways. When other required
traits are pos:=ss~1 by the individual, time must
be spent learrninz the techriques, acquiring the
information, and develoring the facility needed for
average satis?sctory per!>rmance.

Are there any fin»1 questions about the application
of this structured method of obtaining client data?

Tstimated In recording Worker Traits information an inter-
Worker Traits viewer may find it helpful to make a profile of

Profile for estimated Worker Traits for each client, Just as
Client was done for practice with the case histories in

<his training.

When the appraisal of a client is completed, the
data can be used for a number of purposes, such as
career exploration and planning, occupational clas-
sification, placement, job development, and train-
ing. All of these involve the systematic use of
the Worker Traits Arrangement of Volume II of the
DOT in relating the estimated abilities, potential,
and interests of the client to appropriate occupa-
tional areas.

490
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SESSION IT

HTILIZATION NF WORKER TRAITS ARRANGEMENT IN FORMULATING
VOCATIONAL GOALS
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SUBJECT:

OBJECTIVE:

SESSION OUTLINE

Utilization of Worker Traits Arrangement in
Volume II, DOT in Formulating Vocational Goals.

To provide an understanding of the role of the
Worker Trajits Arrangement in Volume IT of the DOT
as an organized approach in assisting a client
with career exploration and planning.

TRAINING AIDS:

MATERIALS:

METHODS :

Large Blackboard

Dictionary of Occupational Titles, Volumes I and IT

Lecture; Visual Aids; Practice Exercises
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KEY POINTS TEXT

After an interviewer has obtained appraisal data
from a client the results can be utilized in
assisting the individual in exploring career pos-
sibilities and formulating a vocational goal. One
of the basic tools for this activity is the DOT
system,particularly the Worker Traits Arrange-
ment of Volume II.l/

REASONS FOR
USING DOT
FOR CAREER
EXPLORATION

INSTRUCTOR: PRRESENT krCH OF THE FOLLOWING POINTS SLOWLY AND CAREFULLY
SO THAT CLASS MEMBERS CAN UNDERSTAND AND MAKE NOTES. READ
VERBATIM IF NECESSARY. EMPHASIZE IMPORTANT WORDS AND
REPEAT PHRASES fS NEEDED.

a. DOT System- The Dictionary of Occupational Titles contains a
atizes the systematic presentation of jobs and their require-
Werld of ments. The Worker Traits Arrangement provides a
Work framework for that part of counseling, guidance, or

interviewing which is concerned primarily with
occupations and occupational requirements. At the
same time it is not in conflict with any general
method or theory of counseling and guidance, nor
does it place any restrictions on the freedom and
the flexibility which are needed for effective
vocational counseling. Rather, it is a tool for
assisting the client in understanding the world of
work so that he can make appropriate career choices.

lét will be noted that although the designations of the Interests and
Temperaments factors in the Dictionary are different from designations
of these factors in the Handbook for Analyzing Jobs, the definitions are
the same. 1In using the Worker Traits Arrangement in working with a cli-
ent, it is suggested that designations from the latter, and more recent,
publication be recorded in the client's prefile. It will also be noted
that two of thr Temperament factors, 3 and 6, do not appear in the
Handbook for Analyzing Jobs. These will not be considered in assessment
of the client, or in relating the client to profiles in the Worver
Tralts Arrangement.
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KEY POINTS

b, Worker
Traits Data
Based on
Job Duties

¢. Worker
Traits Pre-~
sent Multi-
factor
Approach

Used with Non-
Work -Experienced
Client

Locating Most
Appropriate
Worker Traits
Group(s)

Areas of Work
Used in Find-
ing Groups

Groups Are
Liisted Under
Areas in
Approximation
of Complexity
Loevel

TEXT

The data reflected in the Worker Traits were
obtained by analysis of the Job, independent of
the characteristics of job incumbents and inde-
pendent of all arbitrary requirements.

The Worker Traits Groups provide a multi-factor
approach for relating clients to career opportun-
ities, as they contain jobs occurring in various
“echnologies clustered according to estimated
common Worker Traits requirements.

The appraisal of a client in terms of the Worker
Traits does not depend upon previous work experi-
anuce, Although clients may lack exposure to a

work situation, they will nevertheless have a cer-
tain amount of educational development, aptitudes,
interests, temperaments, physical capacities, and
tolerances for working conditions--all of which can
be compared to what Jobs require. This makes the
Worker Traits system particularly valuable in work-
ing with clients who have little or no work history
or who, for some reason, may be considered less-than-
fully qualified.

An important step in using the Worker Traits Arrange-
ment is to locate the most appronriate Worker Traits
Group(s) compatible with the client data developed

in the interview sessions. The interviewer who is
knowledgable of Worker Traits Groups may be able to
turn directly to the most appropriate to discuss
with the client. Usually, however, it will be
necessary to use the Areas of Work as a locator in
getting to the specific group(s).

e Areas of Work are listed on page 214 of Volume
[T of the DOT. Let's turn to that page. (Allow
time to locate.) These Areas can be used in two
WAYS: (l) The interviewer can use them to select
the general ares of work that is indicated by the
interview information, or (2) The items can be used
as a categorical 1list for the clients to indicate
the area, or areas, of work they wish to congis -,

Once the Area of Work has been selected, it is then
posaible to review Worker Traits Groups in that
Area. These Groups are listed in two places:

pages 217-222 "Worker Traits Groups within Areas of
Work" and on the page preceding the groups within
nach aren, i.e., page 429 "Machine Work."
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KEY POINTS

Information
About Groups
Related to

Client Data

TEXT

In reviewing the listing of the Worker Traits
Groups, the interviewer will note the descriptive
titles of the Groups and the set(s) of three
digits at the left of the title (these indicate
the level of complexity of the jobs in the group--
the lower the number, the more complex the group,
i.e., .08l more complex than .280). The inter-
viewer may find it practical to begin at the bottom
or the top of the list of Groups within a particu-
lar Area of Work and move upward or downward until
the level of complexity and the specific kind of
work that seems most appropirate are located.

The interviewer will then note the page number list-
ed in the right hand margin opposite the group title,
and will turn to that page to read the description
and to compare the qualifications profile with the
client data. This will continue until the most
appropriate Group is determined, considering all of
the information developed in the interview.

To illustrate the procedure for locating Worker
Traits Groups, let us teke the example of a client
with no previous work experience who has been con-
sidering some type of office work as an occupation-
al goal. The client is a high school dropout, but
during the interview sessions has talked about
being a "private secretary." The individual has
had some expostve to typing and shorthand in high
school, but dic not complete the courses and, as a
result, is not proficient; and is willing and moti-
vated to return to adult education school, and re-
learn typing and shorthand, even if it is at night
school while performing other work in the daytime.
The client has stated that shorthand was a favorite
subject in high school and no problems were encoun-
tered while studying it for approximately three-
quarters of a gemester.

There was also no problem in communicating, al-
though the client fraquently used popular Jargon.
The interviewer also noted thet{ much of the
client's conversation sbout occupational possibili-
ties has been about the glamor of being a private
secretary for "someone important,"
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KEY POINTS TEXT

A Traits /s a result of discussions, the following pro-
Profile for file was developed:
the Client

INSTRUCTOR: WRITE THE PROFILE INFORMATION* ON THE BLACKBOARD AS FOLLOWS:

GED: 3 SVP: --
G V N S P Q XK F M E C
3 3 4 L 33 3 3 3 33
Interests: 2a, 3a, 1" Physical Capacities: M
Positive Temp: R (no limitations on P.C. or E.T.)

Negative Temp: D, 1

*Some appraisals are based on parts of discussion not recorded above.

What do you think the next procedure should be?
(pause for discussion on this point)

Selection cf The interviewer will want to examine the Area of
Approprinte Work called "Clerical" since it is obviously re-
Area of Work lated to the client's expressed choice. On

page 260, the interviewer will find seven groups.
Included in the list is a Group called "Secretar-
ial and Related Work." Although it is near the
top of the list in "complexity," the interviewer
nevertheless feels that the Worker Traits require-
ments for secretarial work should be discussed with
the client, who has expressed a strong interest

in it.

The interviewer sees in the right hand column oppo-
gsite the title the page number where this Worker
Traits Group is located (263). (allow time for
class to locate page) The interviewer turns to
page 263 and reads the narrative information for
"Secretarial and Related Work," The Qualifica-
tions Profile for this Group ie compared with the
appraisal profile of the client. How do you feel
about the comparison? (pause to allow class time
to read the information and discuss the point.)
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KEY POINTS

Worker Traits
Group Compar-
ison with
Client Profile

Search Alter-
nate Worker
Traits Group

TEXT

The interviewer sees that the estimated Worker
Traits requirements for jobs in this group =-e
somewhat different from the client's profile,
Specifically, the client's General Educsvional
Development does not reach level 4., The inter-
viewer is also concerned that the client may not
be able to meet the estimated level for G, and he
is unsure about P and Q. The Interest require-
ments are fairly compatible, but Temperaments are
Juite different.

The interviewer has also noted the "Worker Require-
ments" section of the narrative information, which
indicates the following:

"Facility with words,,."

"Diplomacy and tact in dealing with people...'
"Ability to adapt to fluctuating situations..."

The interviewer has some questions about the cli-
ent's sultability for public contact at this time.

Considering this information, it appears doubtful
that the client's capacities and adaptabilities will
meet the estimated Worker Traits requirements for
jobs in this group. Some other Worker Traits Group
may offer a more realistic goal. What should the
interviewer do at this point? (pause for response.)

The interviewer needs to consider alternative

Groups and reads the list of Groups in the "Related
Classifications”" section on the same page. He
.10tes that the Group called "Stenographic and Relat-
ed Work" is listed as the most closely related.
Keeping this in mind, the interviewer turns bacl to
rage 260 in order to see all of the Worker Traits
droups in the Area of Work. Moving up from the bot-
tom of the 1list, the interviewer does not feel

that "Switchboard Service" is appropriate. "Rou-
tine Checking and Recording" and "Typing and Relat-
ed Recording' are considered as offering some pos-
sibilities., "Sorting, Inspecting, Measuring" doer
not appear to be appropriate; and "Computing and
Related Recording”" is ruled out since the client

has low numerical aptitude, The interviewer then
finds "Stenographic and Related Work," which is
closely related to the Secretarial Group, and

declders to exsmine the estimated Worker Tralts re-
quirements of this Group before considering the

A7
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KEY POINTS

Consideration
of Alternate

Worker Traits
Group

ASSISTING
CLIENT IN
FORMULATING
OCCUPATIONAL
GOAT,

TEXT

other jobs of lower complexity.

The interviewer turns to page 278 to the Worker
Traits Group "Stenographic and Related Work" and
reads the qualifications information. (allow time
for class to locate page.) The narrative appears
more in keeping with the appraisal of the client.
The interviewer notes that the GED requirement

is at level 3, which is similar to that of the
client. He also sees that the Aptitudes profile
offers more of a range than that of the Secretar-
ial Group. The interviewer is still concerned about
the Verbal Aptitude of his client and notes that in
this group the verbal requirement is a range of 2-3.

Form Perception and Clerical are at level 2 and
the interviewer takes into consideration the fact
that the client once had training in shorthand and
encountered no difficulty. The required Interests
and Temperaments are very similar to those in
client's profile. It appears that this Worker
Traits Group ("Stenographic and Related") offers a
more attainable goal that is still in keeping with
the client's ambitions and interests. Furthermore,
if the client is successful in a Job at this level,
there is always the possibility of advancing to the
gecretarial level.

The interviewer is now in a position to discuss
occupational choices with the client and can now do
so from the standpoint of Worker Traits require-
ments, pointing out those educational and apti-
tudinal requirements which may present obstacles
and problems. The interviewer can also use the sit
uational information about required Interests and
Temperaments to encouruge the cliert toward 'real-
ity testing" of any preconceived ideas about a de-
sired field of work,

Using the SVP information and the "Training and

Methods of Entry" section of tne narrative, the

interviewer can also advise the client about the
kind, and probable length, of training that the

Jobs require.

The interviewer will also use occupational informa-
tion available from other sources and to consider
local labor market information, such as Job open-
ings, prevailing wages, occupational outlook,
lccationg of possible employers, ete.
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KEY POIN'TS

EXPRESSING
OCCUPATIONAL
GOAL BY CLASSI-
FICATION TITLE

Clacsification
Can Be in Terms
of Worker Traits
Group or Job
Title

DEVELOPMENT OF
JCCUPATIONAL
GOAL AND CLASSI~
FICATION FOR
CASE HISTORY
CLIENTS

TEXT

Togather with the client, it is then possible to
wrrive at an appropriate vocatiousl objective,
This can be classified in terms of;

1) A Worker Traits Group Title, or

2) The title of a specific job, dependin,
upon which of the two would be best for
client.

The choice of a Worker Traits Group title implies

a vroad, lesgs specific goal which reiates to a num-
ber of Jobs in the Group, whereas 1.~ choice of a
job title implies that the client's occupational
goal can be clearly identified with a specific Job.
This entire procedure might be called "career
developm~nt classification."”

The training has shown that the same concepts that
are used in the analysis of jobs and their require-
ments can be used to appraise the abilities, per-
sonal traits, and characteristics of peopie.

It nas further shown that there is no rigid auto-
mat.ic procedure for the relating of client and Job
4ata, but this must be achieved through the judg-
ment and creative approaches of the interviewer,

Now you have the opportunity of applying the tech-
niques you have lenrned for the apprajsal of the
four clients described in the case histories on the
following pages Wb through 70. There are no
"axactly corract" answers for these four problems,
but there are some that are "more appropriate' or
"less appropriate”" than others. In some cases you
will want to find cut more about the performance
and traits requirements of certain jobs to sgee if
tha clients can meet them. In sors: cases you will
be concerned with finding the bes. alternatives to
cartain jobs, or Job groups. In £ me cases you
will latch on to the available infs¢mation and
allow it to take you as far s it can, through the
Arnas of Work and the Worker Traita Groupr, toward
s sultable ocoupational gonl. In othor cscay it
Wwill ve t matcer of making the mo:iy W4 pou can
out of limited information.

You have by this point galned a cors v arount
of information about eech of the fo: L2 n which
you have recorded in the profilea, and intorirhuwm

you want to relste to jobs, 1In doling so, b .vve
to use nll of your toola--take adventage of wil lle

4%
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KEY POINTS TEXT

sources of information about jobs at your disposal,
which includes Volumes I and IT, and Supplements I
and IT of the Dictionary of Occupational Titles.

It will be helpful to our later discussion of these
cases if you will keep 4 brief outline of the
thought processes by which you arrive at each of
the occupational goals,

Express the resulis in terms of a classification
title, either the title of a Worker Traits Group
or ui a specific Job.

INSTRUCTOR: ALLOW TIME FOR CLASS TO COMPLETE THE EXERCISE THEN (ONDUCT
DISCUSSION OF THE RESULTS. DO NOT EXPECT THAT EVERY CLASS
MEMBER WILL HAVE THE SAME ANSWER, BUT THE MAJORITY SHOULD
COME TO SOME SIMILAR CONCLUSIONS ABOUT THE GENERAL DIREC-
TION OF THE ASSIGNED OCCUPATIONAL CLASSIFICATION. USE THIS
DISCUSSION AS A FINAL SUMMARY TRAINING SESSION FOR THE
MATERIAL THAT HAS BEEN PRESENTED DURING THE COURSE,

ASSISTING
CLIENT IN
ACHIEVING
OCCUPATIONAL
GOAL

When addi-
tional
training is
needed

When appren-
ticeship i
indicated

Wnen immedi-
nte employ-
ment is
indicated

Once the occupational goal has been formulated and
expressed by the assigned classification title, it
then becomes a task for the interviewer to discuss
with the client the best procedure for achieving
the goal.

If it is a long-range goal, and/or one which re-
quires additional training, the interviewer will
need to discuss with the client the nature of the
tranining, the means by which the training can be
obtained, the probable length, and whether the
client can qualify for any appropriate manpower
training program.

If an apprenticeship is indlcated by the occupa-
tional goal, the interviewer will explain appren-
ticeship programs, and will advise the client on
how to go about moking application.

I1 immediate employnient is indicated by the occupa-
tional goal, or i3 desirable while the client works
towards » long-range pgoal, the lnterviewer muct
determine 1f that type of Job referral is within
the placement scope of the local Employment Service
office. If so, the interviewer may wish to assign
nn ndditionnl claasificaiion for stopgap placement
purposes, Local office procedures will indicate
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KEY POINTS

USING INTER-
VIEW INFORMA~
TION FOR JOB
DEVELOPMENT

Job develop-
ment
illustration

TEXT

how this is to be done.

The interviewer may wish to initiate a job develop-
ment program for the client as a result of formu-
lating the occupational goal. In so doing, the
interviewer has a distinct advantage in "selling"
the client to a prospective employer.

Inter:

Inter:

Fmp:

Inter:

Good morning, Mr. Walker. I recall reading
last month that your new LITTLE GIANT is
really catching on, particularly on con-
struztion sites where space is crampea.

From the number I've seen on flat cars head-
ed out of town, you must really be turning
out a lot of them."

"We have orders for a lot more if I could
find a dozen good machine operators. Don't
tell me you have scme!"

"Yhat's what I called about. Experienced
operators are rather scarce. I know you'll
want to fill as many slots as you can with
experienced workers, But it's almost cer-
tain that you'll have to train for some of
the openings you have."

"Well I suppose that's true, but I sure
hate to try to break these persons in.

It's such a gamble because you know so

little about them."

"That's where we may be able to help you.
I've been talking to someone who is inter-
ested in learning machine trades. His name
is Larry Jones. He doesn’'t have any work
experience as an operator, but we've had
several interviews with him and we feel that
he would be suitable, His abilities and
personel traits match very well with require-
ments of the machine operating work that

you have in your company."

"That's not much to go on. Could you be
more specific?"

"His aptitude test results indicate that he
can handle the shop math that must be
learned; he has good manual dexterity; he
would have no difficulty learning to per-
form the work.,"
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KEY POINTS

When Employment
Must Be Sought
Outside the
Employment
Service

TEXT

Emp:

Inter:

Emp:

Inter:

"He is interested in activities that have
to do with machines and he appears to
have the disposition thet a job of this
type usually requires., There is every
indication that he can follcow instructions
carefully and can learn to work with close
tolerances."

"He wears eyeglasses, but has good correct-
ed vision. Otherwise he is in good physical
condition; he can perform heavy work if
needed."

"That all sounds pretty good, but how do I
know he won't change his mind after he is
partially trained?"

"As you know from experience, Mr. Walker,
it is pretty hard to make guarantees in
this area. However, as I said, we've had
several interviews with Larry, and we have
discussed many areas of work in relation to
his interests and other qualifications.
fven before calling you we had mutually
..reed that this 1s the type of work that
he appears to be best suited for."

"I'm tied up this morning. Could you send
him over at 1:30 this afternoon?"

"That will be fine Mr. Walker. Mr. Jones
will be at your office this afternoon at
1:30."

If the prospects for employment lie outside the
placement scope of the local Employment Service
Office, the interviewer may advise the client re-
garding taz best approach in finding work that 1is
appropriate to the occupational goal.
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Practice Exercises



CLIENT: Ernie Fulton Case # 1

BASIC CASE

The client is age 20 and single, and lives with his parents. Was recent-
ly discharged after completing three year's service in the U. S. Army,
where he was an infantry rifleman. Did not receive any specialized voca-
tional training while in th: service. Juined the army soon after grad-
uating from hizh school. Only work experience in c¢ivilian life has been
at temporary Jobs during the summer and occasional part-time jobs after
school. /fter being discharged, "fooled around” for about two months,
now is bezinning to think about work. Since his military service is
over, would like to get a job "with a real future." Talks about "work-
ing with computers" a lot and has said several times that he wor'4 like
to b+ A computer programer.

ADDITIONAT INFORMATION FROM INTERVIEWS

When asked why he thought he wanted to be a computer progrumer, replied,
"Well, they make good money, they have a nice place to work, and they
get to work with great machines." Volunteered information that his
uncle is a programer and had once 8hown him the data-processing machine
room at the company where the uncle worked. Some of the machines had
bean briefly explained to the client as he watched them working.

When asked if he knew any of the requirements for work as a programer,

said "No, but I thought if my uncle could do the job, I didn't see any

reason why I couldn't. The client stated that he thought the uncle had
been sent by his company to special training to learn programming.

States that he would be agreeable to taking some kind of specialized
training, if needed, but expressed no interest or desire to attend
college.

Courses client liked best in high school: iology, Physical Education.

Courses client liked least in high school: English, History, Music
Appreciation,

When asked about mathematics, stated he had taken both Algebra I and

Plane Geometry in high school and "didn't mind them too much." Grades
had been mostly "C's", with an occasional "B".

Further questioning indicated that client had difficulty with English in
school, and his grades in that subject almost kept nim from graduating.
He had to attend summer school between his Junior and Senior year to
make up a failing grade.

Client did not take shop courses in high school, but states that he
"fools around with cars a lot" on his own. He admitted, however, that
his knowledge was limited to minor repairs,

51
- b7 - 7-75



Appenrs to a little bit shy. Verbal responses are often made in
terms of por.lar, colloquisl expressions.

Previous employment consisted of working as a grocery store bagger for
four hours a day after school. Also worked one summer as a helper in a
small print shop.

Liked the machines in the print shop and by end of summer had learned
to operate a simple mimeograph machine by himself. However, he disliked
the clean-up work which was a greater part of his duty.

While in high school he occasionally put together model kits (mostly
automobiles), because making them was a fad among his friends.
-, he didn't make many of them because it took him a long time to
.ach one. He always followed directions very carefully because
.2d his models to look just exactly like the real thing. He feels
20dels always looked better than his friends because he was careful
and took more time.

Since discharge frequently plays basketball in the local park. Appears
to be in good physical condition.

Likes to 1li:%n to popular music (carries transistor radio with him) and
likes going to dances.

Does not read much--occasionally scans Life magazine to which his parents
subscribe.

Watches television "quite a bit." Likes sports events and detective or
spy dramas best.

Did not mind the regimentation in military.

Is feeling unsettled since getting out of service. At first he enjoyed
the total freedom, but more and more now feels strange about "not having
a regular job to go to." Explained that he likes knowing what is expect-
ed of him and likes to follow a fairly regular routine.

Greatest disa. >intument in the military service was not getting any
special train.uz. liad been led to believe that he might be able to get
into data processing work by joining the Army.

Although client seems rather passive in regard to most items of discus-

sion, he is very determined about working in data processing. Mentions
the phrase "computer career" frequently during interviews.
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CLIENT APPRAISAL ESTIMATES

GED: INT: POSITIVE TEMP:
SVP: NEGATIVE TEMP:
APT: G VN S P Q K F M E C

(scores)

(ccnversion to
Aptitude levels)

STRENGTH FACTOR:

COMMENTS ON PHYSICAL CAPACITIES AND ENVIRONMENTAL TOLERANCES:

OCCUPATIONAL CLASSIFICATION:

CASE DISCUSSION Case #1

APPRAISAL OF GED: Although the client has completed high school, there
is question whether his educational development is equivalent to
GFT level 4, which can be associated generally with completion of
high school. The mathematical development items mentioned in inter-
view seem at minimal level of complexity and more similar to those
for level 3 in The Guide for Relating General Educational DevelOp-
ment to Cereer Planning. It is known from the interview that
client had difficulty with English. In addition, he does not
demonstrate communication skills that seem compatible with GED
level 4. 1In appraising the Reasoning development, there is some
question whethe~ the client could deal with problem solving which
varies a rreat deal from standardized situations. It would there-

. fore appear that a level of 3 more correctly expresses the client's
© general educational development.

EPPRAISAL OF SVP: No significant SVP.
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APPRAISAL OF APTITUDES (based upon interview information): According
to information about client's activities, the Aptitudes which
imply physical action (Motor Coordination, Finger Dexterity, Manual
Dexterity, and Eye-Hand-Foot Coordination) all appear to be at
least within the range of level 3, certainly not below this level.

Because of -2lient's problems with English, we may suspect that
Verbal Aptitude may be at the 4 level, although it could be near
the bottom of the range for level 3. In indicating this factor on
the client's Aptitude profile, it might be well to allow for a
range of levels 3 and 4 by the following notavion: V

3
N

Numerical Aptitude appears to be witnin the range of level 3.

Some irnferences of Spatial and Form Perception Aptitudes may be
meie {rom client's activities with model msking. Although this is
a small amount of information, it appears to be enough to indicate
that these two ~»titudes are at least at a 3 level.

There is nothir . the definite clues regarding Cle:ical Percep-
tion.

There is no indication of lack of gross Color Discrimination.

Aptitude G appears to be within the range of level 3.

Estimated Aptitude profile based upon interview:

<

G N Q K F M E C
3 3 3 3 33 33

=W
w ®
W g

GENERAL APTITUDE TEST BATTERY RESULTS:

G V N s P Q@ K F M E C
92 83 93 106 107 91 105 100 110 == =-
(3) (&) (3) (3) (3) (&) (3) (3) (2)

APPRAISAL OF INTERESTS:

Client's expressed interest in machines in general (mimeograph,
data processing machines) plus his leisure time activity with
automobiles and with model cars is a strong indication of
"Preference for activities dealing with things and objects,"”
(factor la), and "Preference for activities that are nonsocial
in nature, and are carried on in relation to processes, machines,
and techniques," (factor Ub). Client gives little evidence of
interest in activities of a social or people-communication type,
and expresses a need for organization and routine (factor 3a).
Client's attempt to make models as carefully as he could may
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indicate "Preference for activities resulting in tangible, produc-
tive satisfaction" (factor 5b). Some point might be made of
client's expressed interest in data processing as indication of
factor 2b. "Preference for activities of a scientific and tech-
nical nature,” but this indication is not so strong as other items.
Remaining factors do not appear to characterize this client.
Estimated Interest Profile: 1Int: la, Ub, 3a, 5b.

APPRAISAL OF TEMPERAMENTS:

Client has indicated a preference for organized and routine situa-
tions. Apvears nquite adaptable to Temperaments situation R,
"Situations involving repetitive or continuous activities carried
out according to set procedures or sequences.' Client's responses
have been largely passive. He also indicated that he did not mind
regimentation in the Army. His conscientious approach to model
building in which he carefully :ollowed directions and diagrams,
indicates regorousness and the ability to adjust to "Situations
involving the precise attainmeni of set limits, tolerances, or
standards.”" (factor T). There do not seem to be any particular-
ly strong negative Temperaments for this client. (One might make
some case for negative Temperaments out of factor D snd I, simply
because of client's passive things--bjects-machines inclination.)
Estimated Temperaments profile--Positive Temp: R, T.

Negative Temp: =--

APPRAISAL OF PHYSICAL CAPACITIES AND ENVIRONMENTAL TOLERANCES:

The client appears to be in good physical condition and there are
no known limitations on either of these factors. A realistic
appraisal of Strength would be Heavy. Client's estimated profile
would be: Strength Factor: H.

Comments: No limitations on PC or ET.

DEVELOPMENT OF OCCUPATIONAL CLASSIFICATION

This client has indicated a strong desire to work in data processing as
a programmer. What chance for success does he have? In order to an-
swer this question, the interviewer needs to be able to compare the
client's abilities arnd traits with the Worker Traits requirements of
that particular job, As a first step, the interviewer should read the
definition of Programmer, Business (prof. & kin,) 020.188 in Volume I
of the Dictionary in order to obtain information about the Job tasks.
The next step is to find the Worker Traits Group in which the job
appears, so that the worker requirements can be reviewed. As the first
three digits of the code indicate that the job involves mathematics,
the Area of Work "Mathematics and Science" should be reviewed., It will
be noted that one of the groups in this Area is called "Mathematics,
Physical Sciences, and Related Research", Turning to that group, pages
4L68-469, the interviewer will find the job of Programm»', Business
listed,
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An examination of the worker requirements for jobs in this group indi-
cates that the client will have considerable difficulty in meeting the
qualifications for this job. The narrative information describes the
need for a highly scientific orientation and indicates that completion
of college is usually required for jobs in this Group. The Qualifica-
tions Profile indicates that the General Educational Development and
the Aptitude requirements are above those appraised in the client.
There also appear to be important differences in Interests and
Temperaments.

The interviewer who wants to know the length of training for the specific
job of Programmer can refer to Supplement 2 to the DOT which lists
individual ratings for jobs according to Worker Traits Groups. Here he
could see that the GED requirement is level 5, which is us-ally asscci-
sted with a minimum of 2 years of college. The requirement for SVP is
level 7, or 2-U4 years of specific training.

This case illustrates a client with an unrealistic choice of occupation.
It is Adoubtful that he would be successful in pursuing the job of Program-
mer as an occupational goal. What then is the next step in finding the
best alternative goal?

As data processing frequently takes place in a clerical situation, a
review of the Groups in the Area of Clerical Work would be appropriate
at this time. Two Groups involving working with computers and related
machines to process data will be found in this Area. There are "Compu-
ting and Related Recording" and "Typesetting, Reproducing, and Related
Machine Work." Both of these contain a large number of jobs involving
working with a machine.

Comparison of the client's estimated potential with the estimated pro-
file of jobs in the former Group, and the descriptive information,
indicates that he can meet all of the requirements except for Clerical
Percer on. There is some doubt on the part of the interviewer as to
whether or not the client possesses this Aptitude at the 3 or the I
level, and the test data indicates level 4. The estimated requirements
of jobs in this Group are listed as a level 2 - level 3 range. As the
client appears to meet all of the other requirements for the Jjobs in the
Group, additional information must be obtained concerning this one
deficiency. By no means should he be excluded from consideration on this
factor alone. If, after discussions ‘-oncerning availability and length
of training, job openings, etc., he makes a choice for this kind of
vocational goal, he will receive a classification of "Computing and
Related Recording”. 1In this way the client is exposed to numerous
opportunities. On the other hand, if the choice of a specific occupa-
tion can be made, the classification will be the title of the occupation
with the notation that client is entry or not fully qualified - "Calcu-
lating-Machine Operator - Entry".

The interviewer will note that the client's estimated potential is also
compatible with the profile of the second group, with the same excep-
tion - Clerical Perception. As this Group contains & number of data-
processing jobs, it should be discussed with the client, as stated
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above., TIf it is decided that classification should be assigned for a
broad occupational goal, this will be indicated by the title of the
Group - i.e. "Typesetting, Reproducing, and Related Machine Work". If
a specific occupation is selected, this will be expressed by the title
of the occupation - i.e. '"Digital Computer Operator - Entry."

In both of the above examples, the immediate choice will be a step in a
career ladder, which will satisfy the client's desire to work with
machines (computers, etc.) to process data and will lead to advancement
to higher level jobs with more experience and training.

Not all trainees will arrive at the two classification possibilities
described above. Some may have more general or craft classifications,
which are acceptable as long as the choices can be justified, and as
long as the client's estimated traits are compatible with the estimated
Worker Traits Qualification profile for the job(s) chosen.
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CLIENT: Helen Bencson Case #

BASIC CASE

The client is 51 vear:s old. She was recently widowed and would like a
job, both to keep herself occupied and to aid in her support, as she was
left only a modest income. The client has been a housewife and out of
the labor martet for over 25 years. She is a high school graduate.
Baofore marriage the client was a successful secretary, but she has lost
most of her secretarial skills, except for light typing which she occa-
sionally did for herself at home. She also kept simple ledgers for her
husband's small real estate business. She feels that the two years of
commercial training which she had at one time is now "old fashioned" and
out of date. She is apprehensive about competing with younger workers.
She also feels that she will have great difficulty in settling into a
routine job,

ADDITIONAL INFORMATION GAINED FROM INTERVIEWS

The client's only close relative is an adopted daughter. The daughter
is married snd lives overseas with her husband who is a career military
man.

Expresses anxiety over "being alone in the world;" feels that she will
not be able to find useful work because of her lack of experience.

Displays great difficulty in speaking about dece¢ "sed hushand.
Has a good appearancz. Dresses simply vt neatly.

Fxpresses herself well in a friendly, out. g, but "down to earth
manner.” "Is easy to like."

Does not like idea of living alone in big, rambling house. Would like
to be closer to people. Is thinking of selling house and most of fur-
nishings, because they "hold too many memories."

States that she had ambition at one time to Le an administrative secre-
tary, but gave up career idzas for marriage.

During discussion of clerical work, stated that she does not like the
thought of "being cooped up in an office." Wants to be ective. Also
states she is afraid that she likes to "take charge of things" too much
to be happy in a "low-level” clerical job.

Wishes there was some kind of work that she could do at home.

Does not drive automobile.
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Picked up some knowledge of local reul estate and property laws from
husband, but does not want to sell real estate since it reminds her too
much of husband and his work.

Is very active and able to get around well. She and husband often went
to social affairs.

Loves gardening and usually spends several hours per day working in her
yard and garden. Knows a lot about plants and horticulture.

Reads a great deal. Enjoys biographies of famous people. Favorite mag-
azine is House and Garden.

Likes to play Bridge with friends.
Likes social contact and feels she is a good judge of people.

Has been active in charity drives. Tvice served as campaign chairman in
local area.

Active in womens' political-social club which she helped to organize.
Has served as president. Is knowledgeable about local government.

Thinks she would like to do some kind of business management, but real-
izes she has no specific experience in any line of work.

CLIENT APPRAISAL ESTIMATES

GED:___ INT:. POSITIVE TEMP:
SW:+ ’ Negative Temp:
APT: G vV N S P Q K F M E C
GATB RESULTS:
G vV N S P Q K F M
(scores)

(conversion to
Aptitude levels)

STRENGTH FACTOR:

COMMENTS ON PHYSICAL CAPACITIES AND ENVIRONMENTAL TOLERANCES:

- 5€- T-75




CASE Y/1S. 33109 Tase #<

PPPRAISLL OF GED:

The client completed high school and took an additional two years
of business training to become a secretary. Since then she has
used mathematics in the bookkeaping which she did for her husband.
Her language development, as expressed in her reading habits and
particularly in her leadership with social and charitable crgan-
izations, appears to have been well retained. The client may be
appraised at the GED level of L,

APPRAISAL OF SV2:

No significant SVP.

APPRAISAL OF APTITUDES:

There is po indication of either a high cr low degree of motor and
dexterity capacities. For that reason, the aptitudes of Motor
Coordination, Finger Dexterity, and Manual Dexterity and Eye-Hand-
Foot Coordination can be considered within the range of level 3.

The client's Verbal ability appears to be above average. This is
seen in her ability to express herself well éduring interview, her
reading, and her leadership roles with social and charitable organ-
izations, as mentioned above. Client's verbal aptitude may be
appraised as equivalent to that of level 2. ‘

Client's previous successes as a secretary and her light bookkeep-
ing work provide some indication of Numerical ability. Although

the ability may be higher, therc ‘3 not enough information avail-
able to appraise it at level 2. However, it is not below level 3.

Spatial and Form Perception are not retlected in the interview
items. They may be assumed to be at the level 3 until any addi-
tional information indicates otherwise.

Clerical may be appraised as above average because of client's pre-
Vious success in secretarial work. Tais factor mey be evaluated
as level 2.

There is no indication of lack of gross Color Diserimination.

Apiitude G appears to be in a range of levels 2 - 3, probably
level 2.

6.
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Batimated Aptitude profile besed upon interview:

v N S P Q K & M
2 3 3 3 2 3 3 3
2

]

w @
w =
w

GENERATL APTITUDE TEST BATTERY RESULTS:

G vV N S8 P Q@ K F M E C
112 120 103 92 92 110 97 96 94  -- -

(2)(2) 3) (3) (3) &) (3) (3) (3)

APPRAISAL OF INTFRELTS:

Several interview items indicate "a preference for activities con-
cerned with people and the communication of ideas" (factor 1b), as
well as, "preference for activities involving business contact with
people"” (factor 2a). This is seen strongly in client's charity and
club work. On the other hand, client's enjoyment of gardening (a
"things and objects" activity) would tend to conflict with factor
lb. However, factor 1b would appear to be the stronger of the two
interests and more important from a vocational standpoint. There
is implication of factor 4a in client's work with annual charity
drives. There is also suggestion of Interest factor 5a in client's
acceptance of leadership roles. Other factors do not seem to be
characteristic of the client. Ertimated Interests Profile:

Int: 1b, 2a, La, 5a.

APPRAISAL OF TEMPERAMENTS:

Client expresses strong feeling against routine work which would
allow little independent action of judgment. As a result factor R
Routine Work should be listed as a negative Temperament. Based on
statements in interview and client's activities, situations to
which she can adjust easily would appear to involve factor v,
variety; factor D, the direction, control and planning of an
entire activity or the activities of others, and Tactor P dealing
with people in actual job situations beyond giving and receiving
instructions. There is also some inference of factor J in
client's stated ability to evaluate people. These items would be
listed on the positive Temperaments line. The estimated Tempera-
ments profile would be as follows: Positive Temp: D J P V
Negative Temp: R

APPRAISAL OF PHYSICAL DEMANDS AND WORKING CONDITIONS:

There are no known limitations on either Physical Capacities or
Environmental Tolerances. A realistic appraisal of the Strength
would indicate Light Work. Client's profile would be as follows:
Strength Fector: ©L; Comments: No limitation on PC or ET.
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DEVELOPMENT OF OCCUPATIONAL CLASSIFICATION Case #7

This ciient, no dours, culc perform some type of clerical work, but
without recent experisnce she would probably have to begin at a fairly
low level position. Much of the information developed in the interview
contraindicates a routine 8 to 5 office job as as a suitable occuva-
tional goal for this client. The client herself seems to have some
insight into the difficulties she would have in adjusting to that kind
of situation.

The client has expressed a desire for managemen tyqe of work. This is

in keeping with her ability to "take charge" of situations and her leader-
ship in community and social organizations. But it this a realistic

idea? Are there any job possibilities in this hind .I work that do not
require extensive experience?

To answer this question the interviewer can turn to the VWorker Traits
Arrangement for information about job possibhilities, and will follow up
on the client's statement about business management work. In scanning
the Areas of Work on page 21k the interviewer will see that there is an
frea called "Managerial and Supervisory Work" on page 460. Reviewing the
Groups in this Area, he notes the one called Managerial Work on page 2hs,
Comparison of the appraisal data of the client with the Group's Qualifi-
cations Profile reveals high degree of compatibility. The interviewer

is concerned, however, with information in the narrative which states
that "Promotion from within is the most common method for filling posi-
tions in the group" and also the statement concerning the desire of com-
panies for rzcent college graduates.

However, because the client mentioned this general type of work and the
traits are compatible, the interviewer looks at the list of jobs in this
Group to see if there are any that do not require extensive experience

in the same field of work. 1In the list he sees the title Manager, Office
(any ind.) 169.168. There is orly a slight chance that the client might
find employment as an office manager, as most are promoted from within

a company, and client's skills and business experience are not up-to-
date.

The interviewer sees that there are some possibilities in the Service
Industry Management (187) jobs in this Worker Traits Group that would
not require a great amount of experience, if tne client should be
interested in that type of work.

Most importantly, the interviewer is able to identify at least five
specific jobs in this Group that not only require minimal amouni of
experience, but appear to be very well suited to the client's background
and circumstances. They are as follows (It will be helpful in class
discussion to read each definition from Volume I):
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-Manager, fpartment House (hotel & rest.) 186.168. This job

would permit client to carry out her plans to relocate her resi-
dence. She would also be able to "work at home", and would have
considerable freedom to do things that she likes such as reading
and gardening. Client's gardening skill and knowledge of horticul-
ture would probably bte valuable in maintaining the landscaping of
an apartment house. Client would be near people and have good
opportunity for social contact. Her ability to Jjudge a person’'s
character would be useful in screening potential tenants.

-Manager, Property (real estate) 186.168. This job is similar to
above but with more responsibility, if client desires. Client's
exposure to real estate and her knowledge of local property regu-
lations would be helpful. Her clerical skills could be used in
the necessury record keeping.

-Director, Volunteer Services (medical ser.) 187.168, This job
does not require a hospital background or a knowledge of medical
procedures, An orientation to hospital services can easily be
learned. The emphasis in this job is on organization and upon
recruiting, training, and coordinating the activities of volun-
teer workers. The job requires someone who is outstanding at
working with people. Client's experience as chairman of a fund
raising campaign was no doubt very similar, since the success of
charity drives depends upon the coordination and motivation of
volunteer workers.

-Community Organization Worker (profess. & kin.) 195.168. Jobs of
this type are very similar to what client has been doing on a
part-time basis both in the organized charity work and in her club
activities. Why shculdn’t client do this work full-time and get
paid for it as well? C(Client's knowledge of local government would
be a decided advantage in such a job. 1In addition, her knowledge
of fund raising could be put to use and her clerical skills employ-
ed in budget preparation, if needed.

-Director, Recreation (hotel & rest., water trans.) 352.168. This
Job would also provide a change of residence for client. It would
allcw her to use both her social abilities and her organizational
skill., Her outgoing personality and good people-orientation would
be an advantage. Client's enjoyment of card games and dancing
would fit in very well with the job. She would be making a career
out of leisure-time activities.

Thus, the interviewer has several widely varying and interesting career
opportunities to discuss with the client., 1In addition, he knows from
the relating of client's abilities and traits to the Worker Traits
requirements for jobs in this Group that the client's chance for success
in any of them is good.
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If the client and interviewer agree upon one of the jobs in the Group,
the client can receive that specific classification, i.e., '"Manager,
Apartment House". On the other hand, if the interviewer feels that a
broader classification, which might lead to any of the jobs in that
Group, is more appropriate, ti.e title of the Group can be indicated as
an expression of the occupational goal.

In audition to the classification development described above, other
Worker Traits Groups in the Area of Work called "Business Relations"
may also be discussed with the client. These might include "Interview-
ing, Information Giving, and Related Work™, “Corresponding and Related
Wwork”, or "Information Gathering, Dispensing, Verifying, and Related
Work". Mosi Worker Traits Group:s within the Area of Work called
Clerical do not seem aporopriate for discussion because of continuing
routine nature of the jobs.
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CLIENT: .7shn Mildenburt Case #3

BASIC CASE

The client is age 37, I married and has four dependents. Had been a
“aintenance Mechanic at a manufacturing firm for over 10 years when he
was severely injured in a motorcycle accident. As a result of the
accident the client had to have his left leg amputeted above the knee.
Also received serious injury to his back. Has since been fitted with

an artificial limb and is still learning to use it. Uses crutches to
aid in walking but will eventually be abl. to walk without them. Will
also be renuired to wear a back brace for an indefinite period of time,
Has recovered to the point where he can get around some on his own and
is thinking about work again. His jot as a maintenance mechanic imposed
a great many physical demands, such as lifting, climbing, stooping, etc.,
which he can no longer perform.

The client has now been limited to sedentarv work. ‘ite of the back
brace will permit him to sit while working. Must ave:d extensive walk-
ing, however. Although anxious to returrn to work, he is very discourag-
ed about finding any kind of work to do. Was in 1.12 -or promotion to
“aintenance Mechanic Foreman at the time of his acci~nt, and now feels
that all of his previous experience is worthless.

ADDITIONAL TNFORMATION FRU.. J.i it VIEWS

ittended college two years, taking pre-engineering courses, but left
school to work full-time because of his family responsibilities.

While in college worked part time as a laborer in the same company where
he was employed at the time of his injury. Before leaving school he
inqfuired about full-time work. Because of his interest in mechanical
engineering and good work record at the company, he was offered a job as
a8 Greaser and Mechanic Helper. This position presented the opportunity
for on-the-job training toward the job of Maintenance Mechanic. The
client accepted the offer.

Liked working with h=avy machinery and eventually completed training,
becoming proficient as a Maintenar'e Mechanic. Gained the reputation
of being "able to fix anything."

Courses included elementary drafting and blueprint reading, which client
found to be wvery useful on the job.

Experienced no d4ifficulty with school work and was doing well at the
time he left. F®njoyed math classes very much (College Algebra, Analytic

Geometry). Feels that he could have completed engineering courses if
ne had been able to stay in school.
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Vision and hearing were not impaired by accident.

Will eventually be able to drive an automobile, but will have to have
some preliminary treatment by physiotherapist.

Most of client's leis're time pursuits prior to accident were of a very
active nature, such as motorcycling, water skiing, bowling, fishing,
and camping with family.

Has many personal hani and power tools which he used to make and repair
items for the home. Liked to solve repair problems both at work and
home.

gubseribes to two popular mechanics types of mazazines and motorcycling
journal, and often reads weekly news magazines.

Likes to plsy chess. Taught several fellow employees to play and organ-
ized r.all company tournaments which were played on a continuing basis
during lunch periods.

Completel work application form, using meticulously clear and extremely
readable hand printing. ‘'Material was well organized and concisely
stated.

Despite present strained manner caused by injury, gives evidence of hav-
ing been a very easy-going, flexible person. Is able to express himself
very well,

Expresses great concern for the well-being of his family. Was earning
a good salary on the jcb, and now fears that any work he may be able
to do will not provide enough salary to meet his responsibilities.
Cannot afford to be involved in any extensive training or education
program.

CLIENT APPRAISAL ESTIMATES

GED: INT: ~ POSITIVE TEMP:
SVP: NEGATIVE TEMP:
APT: G v N S P Q K F M E C
GATHB RESULTS:
¢ v M S P Q K F M

(scores)

(conversion to
Aptlitude levels)
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STRENGTH FACTOR:

COMMENTS ON PHYSICAL CAPACTITIES AND ENVIRONMENTAL TOLERANCES:

iCCHPATTIONAL CLaSSIFICATION:

CAST DI3CURCTON Case I3

APTRAIGAL OF GED:

The client completed two years of college. His courses in pre-
engineering included classes in College /lgebra and Analytic
Grometr,. These subjects correspond with items in description of
Mathematical Development for GED level 5, Level 5 can be general-
ly nssociated with the completion of two years of college. Al-
though client has been out of school for 15 years, he has continu-
ed to lrearn and to apply math and reasoning principles to the prac-
tical problemg of mechenical maintenance. He can be appraised at
GED lavel 5,

LPPRAISAL OF SVP:

"SVP: 7, Machinery “aintenance"

APPRAISAL OF APTITUDES:

Client's utnr and exterity capacity may have been affected by his
injury. This might include Motor Coordination, Finger Dexterity,
Manual Dexterity, and Eye-Hand-Foot Coordination. Those abilities
which can be used strictly in a sitting position will be less
affected. For example, client has not lost ability to write well
ns evidenced by his work application. Only a physician would be
able to Jdetermine if there is any residual neuromuscular difflcully
which might affect performance of all activity factors. Eye-Hund-
oot abilit 3" course, will be limited to the right leg. Tn lieu
2f a Phystc. ‘npaciting Report from the physician, it may be well
to extend the Aptitude range to include both levels 3 and b for nll
of these factors,

Client's Verbnl ability as displayed in both wrliltten and spoken
communication T: well above average and can be appralsed as
level 2,

Client's Numeriesl abllity can ve estimated as level 2,
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Spatial and Frrm Perception are evident in client's presious work,
Thenn two factors are marked in boldface type as significant in
the Qualifications Profile for the Worker Traits Group of "Crafts-
manship and Related Work” in which the job of Maintenance Mechanic
"5 found. Oince the client was very successful at his job, it can
be assumed that he was nble to meet this aptitude requirement. An
additional clue to Spatial and Form Perception may be seen in the
blueprint reading which client studied in school and later used on
the job. One might even ¢ :culate on the possibility that the
playing of chesc requires Gpatial ability. Both factors may be
appraised at level 2,

There 1o not much information available upon which to base an
appraisal of client's Clerical Perception. For lack of this infor-
mation it will be assumed it is at least at level 3.

There is no indication of lack of gross Color Discrimination.

fptitude G appesrs to be above average and can be estimated at
leval 2.

Fstimated Aptitude profile based upon interview:

G v N
P 2 2

0 K T M
3 33 3
W I

N L2
v o
1=
w02

GENFERAL FPTTITUDE TEST PATTFRY RESULTS:

G v N § P q K F M E C
120 118 125 122 127 102 106 10h =% - --
(2) (2) (2) () (1) (3) (3) (3)

¥'lient had AdLfficulty standin, and bending over table

in order to perform pegboard test., Technlcian voided
seore,

FPIRATSAL OF TNTERESTS:

(.lient's preference for work activities cnn bre measured from thils
previous job In which he was very successful and well satinfled.
This performance of the Maintenance Mechanic job indicated a prefer-
.nce for things and objects (factor 1a), preference for activitien
that are nonsocisl in nature, and are carried on in relation to
processes, machines, nnd techniques (factor ib), and preference for
netivitien resulting in tanglible, productive satisfaction (factor
h)., Cllent's hobby and eraft activities at home with hand and
power tools also cupport the linting of these three factors in hisg
Interests profile.,  In addition, client's cholce of engineering nn
nn cducationnl ponl ‘ndlented "preference for nctivitien of' n
cetent] fle and teehnieal nature' (factor 2h), Client's entimated
nrofile wi11l be an follows:  Tnte 1a, 2b, 4b, 5b,
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APFRAIGAL OF TEMPFRAMENTS:

Client has not expressed any situational limitations on the type of
work that he would be willing to accept. ard has not given any
indication of work situations to which =~ - 11d have difficulty
adjusting. MNo Jdoubt his disability an. ~»20-rn for finding any
“ind of work would temper such respons~. but in the interview
generally he has shown himaelf to be a very flexible person,

figain using his previous success on a particular job as a basis of
evailiation, we can determine situations to which the client will
nave little or no difficulty adjusting (It may be “elpful to re-read
dob definition of Maintenance “echanic from Volume T to class at
this point in dincussion).  Temperaments situations can easily be
gsean from the job activities. These include the evaluation of
intormation agninst both sensory, judgemental criteria (factor J)
and measurable, verifiable criteria (factor M), as well as the
vrecige nttainment of set limits, tolerances, or standards (factor
T). Such a job would alse require adjustment to variety of duties
and frequent change (tactor V). And, since client was due for pro-
matinn to foreman at the time of his injury, it could be assumed
that this iz indication of client's readiness to assume the direc-
tion, control, and planning of an entire activity or the activity
of others (factor D). The positive estimated Temperaments profile
would “e as follows -- Positive Temp: D, J, M, T, V, There are

no strong indications of negative Temperaments,

PUPRATSAL OF PHYDTOAL CAPACTTIES AND ENVIROMAENTAL TOLERANCES:

flthouph we do not have a Physical Capacities FEraluation for this
client, we do have some definite information about his physlcal
limitations. The client iz limited to Sedentary Work. He must
nvoid extensive walking. He will be able to sit down while work-
ing. The physical capacity for reaching, handling, fingering,
nnd/or feeling; nnd for talking, hearing, and seeing is not
Impaired.  Ar a result of the limitations on physicenl activities,
the client will be 1limited to Inside Work, 1In addition, it appears
that he has 1ittle toleranne for most working conditions factors
rated in Jobs,  He may hnve reasonable noise toleration. The full
prof'lle would bn nn follows: Gtrength Factor 5. Comments:

D factors 2, 3 not tolersted; EC factors 2, 3, 4, 5 (vlbrntion),
fy nnd 7 not tolernted,

DEVEINPMENT OF DCCUPATIONAL CLASSIFICATION

Thin eane 1llustrates n olnssic problem in working with less-than-fully-
qunliFied elient:--the worker who 8 foreed to mahe a job change because
of hnandicap or disability, Thls type of client, n4 in our example, olten
hat nopreat, denl of skill and experience related to his previou. work.
The dopienl nppronch to the problem iz to determine how much of this cean
e colvaped and applied to nnoti - Job and another career, Porhaps the
ellent's backpground cenn be used an o n solid bagsis upnsn which to bulld
Lowned oo aliphtly difterent, Jobh gonl.,

72

- 7 11




How can the Worker Traits tools be used to good advantage in dealing
with this type of case?

The development of this classification will illustrate the value of the
Worknr Traits Group as a "job family". The job of Maintenance Mechanic
(any ind.) II 638.281, which the ~lient previously performed, will be
found in some Worker Traits Group as will all jobs in the DOT. The
appropriate group in this case is "oraftemanship and Related Work" on
page 312. Since the client was successful in his job, we can assume
that he meets the qualifications for this Group. As these jobs are all
related in terms of the Worker Traits requirements, it follows that
this group represents the most likely source of alternative possibilities
for the client. In other words, if the client can perform one job from
this group, he probably has the potential for performing other jobs in
the same group.

The critical factor in assisting this client with suitable alternative
jobs will be Physical Capacities and Demands.

How can an interviewer know and compare the Physical Demands require-
ments of all the jobs in this Worker Traits Group? The aurswer is, by
using Supplement 2 to the Dictionary of Occupational Titles the inter-
viewer can see at a glance all jobs in this Group arranged according to
whether the work has been rated Sedentary, Light, Medium, Heavy, or
Very Heavy Work; and can also read the important individual Physical
Demands renuirements for each Job.

The interviewer will find Maintenacne Mechanic II 638.281 in the group
of Craftsmanship and Related work on page 45, and indicated as Heavy
Work. He then knows that the job typically requires 1lifting up to

100 1bs, nnd/or frequent lifting and carrying up to 50 lbs. He also
sees the other important Physical Demands and Working Conditions. Puys.
Dem: H, 2, 3, 4,5, 6; Work Cond: B, 4, 5, 6, 7. For this job every
Physical Demands factor i3 listed as an important requirement, as well
nc every Working Condition factor, with the exception of extreme heat
and extreme cold. Tt is easy to understand now why client must seek
other work.

The task at this point is to attempt to locate another job within this
Worker Traits Group which he might perform. The interviewer, however,
cannot and must not assume that the client can perform any or all of the
jobs in the Group that have been rated Sedentary. He rust remember that
aven *hough the Worker Traits requirements are similar, a Worker Traits
Group cuty across many technologies and different types of work, each
with 1ts own specisl techniques and job knowledge. It is not realistic,
for example, to expect thuat = Photograph Retoucher can automatically
become n Dental-Laboratory Technician because they are in the same
Worker Traits Group -- even though che basic tralts requirements are
very similar. Tkere 15 an important difference in the technology of
jobs, For this raeson the interviewer will first want to look for Jjobs
thnt n-e close to the same type of work previously performed, or Jobs
that can mnke use of the name basic akills and which can be learned in

# rrensonnble period oi time, The interviewer can be guided in his
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search by the first three digits of the occupational code, since they
reflect th: technological differences among Jjobs.

In our example, the interviewer should look first to see if he can find
in the Worker Traits Group any sedentary jobs that have been coded in
the same, or related Occupational Group as that of Maintenance Mechanic.
The closer he gets to that exact Occupational Group code number, the
closer he will be to relating the technologies.

In the list of sedentary jobs in Supplement 2 the interviewer will find
Maintenance Technician (profess. & kin.) 638.281. It is exactly the
same code number as the job of Maintenance Mechanic. The only important
physical demands are Handling and Seeing, both of which the client can
perform. The interviewer then turns to this job in Volume I to read the
definition. (Read definition to class). He sees that tbe job is highly
compatible with the client's background and experience. It is a desr
job in which the worker analyzes mechanical repair problenms, but instead
of being concerned about the immediate physical repair of a single break-
down or failure, the worker considers all aspects involved in a long-
range solution to problems of this type and makes recommendations for
corrective measures, replacement, or redesign. It appears to be an-
jdeal job for the client, one which will not only take advantage of his
experience, but will enable him to use other skills such as mathematics,
blueprint reading, drafting, etc.

If, after discussion, the client agrees with this occupational goal, he
can receive the classification of Maintenance Technician., Other classi-
fications may be assigned for crafts and benchwork jobs, or for pro-
fessional jobs which the client may be able to perform, such as those
involving drafting or numerical computation. These solutions will have
to be evaluated on their own merits in terms of - propriateness and com-

patibility of client's traits with the indicate. .-+ =~ Traits Group.
Not all class members will arrive at this solut . '- the case, although
they have been exposed to all the tools use' .1 “ nd" £ Yhe classifica~
tion. The case can serve a: a pretical ilil. actiron f the use of DOT
Supplement 2. The same basic principle and ©. s rocedures an be
applied to many other problems where Physica’ <ap:c:.¢ s and Demsands are

the important varilable.
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CLIFENT: William .Jackson Case #4

BASIC CASE

The client is age 22, married with two dependents. He completed the
9th grade before dropping out of school. Could now be tested with
GATB, so Stanford Achievement Test was given. SAT score shows 5th
zrade level of performance., Client received o trq4 Conduct discharge
from the Army and has a civilian jail record 1. auto theft. Has
never held a job longer than three months. = 4ous work history is
varied and spotty, ranging from trainee courte-man 7o laundry laborer.
Has always lived in an urban environment and s dif'ficulty speaking
English fluently. Sports mustache and beard nd wears dark glasses.
Does not know what kind of work he wants do r:, but demands that he be
hired by some employer for "a good paying jo' "

ADDITIONAL TINFORMATION GAINED 1—OM INTEEVIEW

In early interviews client used most of .utecview time to express con-
siderable hostility. Still speaks a gr.ut deal about '™ad treatment"
but has now begun to talk about himself & ittle.

Did not like anything about school, Can o c1 3% _en:ch talking about
certain teachers he especiully disliked.

Has not been active in organized sports but appe o 2 be in good
physical cci lition, Has strong, slightly stoeky Tulid.

Applicutior card shows almost total lack ~f r~1tten communication skill.
Is able tc express himself better orally elti--1gh he depends upon pop~
ular jargon a lot. Occasionally, he furis s0lceful and imaginative
word imagery while speaking.

Disliked military service intensely ~. cept during period of time that
he was asaigned *» the motor pool a: - driver.

Stated he was dischirged from service for going AWOL several times,
"egusing troubl~ generally," and finally striking a noncommissioned
offier.

Asked sbout his arrest for car t.'.u, client replied, "I Jjust wanted to
see what it was like to drive a good car for once, so I picked the best
one T conld find."

States he did not like any of his pre rious Jobs, Said, "They're always
on to you, telling you every .hing to do." Mentions 'bad supervisors' a
lot in t:lking about previous iobs.

Statrd that he was fired from his trainee job as a Counterman because
he "talked back to customers." States that he was only trying very
Lbnrd tc learn to do the food preparation work and that customers "kept
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bugging him.'

Leisure time pursuits are usually not very structured, often consisting
of riding around in a car with a group of friends, or "hanging around”
a favorite food-take-out stand. States that he does like to watch
television, but he apparently does so without a great deal of program
selectivity except for box’ng. Just watches "whatever is on."

Is very interested in 1lhcsl “nx°ng matches, and follows career of
favorite boxers quite ~lu.eiy. Occasionally attends matches when he
has money for tickets,

Although client usually speaks rather casually about his wife and child,
when this subject is explored in more depth, he expresses concern for
them since he does not have steady work. Client and family live with
mother-in-law in her small house. Because of this he does not like to
stay at home, especially during the daytime,

Later in sessions, when asked directly about job duty preferences
between working with people or working with things and objects, client
stated that he definitely preferred to work with machines or work with
his hands in doing something. Does not think he would like working
with people.

States that he would not be opposed to performing repetitive, routine
duties on a job "as long as the job was a good one."

Volunteered no particular preference for an occupation during initial
sessions, but later once stated that ever since he was a boy he had

always dreamed of "driving a big semi-truck down the highway." He has
never felt that he would have the chance to do that on a job, however.

v LENT APPRAISAL ESTIMATES

GED: INT: POSITIVE TEMP:
SVP: NEGATIVE TEMP:
APT: G V N S P Q K ¥ M E C

GATB RESULTS:
G V N 3 P Q K F M

(scores)

(conversion to
Aptitude levels)
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STRENGTH FACTOR:

COMMENTS ON PHYSICAL CAPACITIES AND ENVIRONMENTAL TOLERANCES:

OCCUPATIONAL CLASSIFICATION:

CASE DISCUSSION Case #4

APPRAISAL OF GED:

The client's test results for Stanford Achievement Test indicates
5th grade performance level. There is little additional informa-
tion from the interview items that would mediate the estimate of
GED upwards. The client's GED level can be appraised at level 2.

APPRAISAL OF SVP:

No significant SVP.

APPRAISAL OF APTITUDES:

yery little information has been obtained for use as a basis for
estimating the aptitude possessed by the client. Motor Coordina-
tion, Finger Dexterity, Mamual Dexterity, and Eye-Hand-Foot
Coordination appear to be at least level 3. Eye-Hand-Foot Coordin-
ation and Spatial can be seen in client's work as a driver in
military service.

The client's Verbal ability as demonstrated in his spoken and
written communication, and as reflected in test results, appears
to be at level k.

On the basis of SAT results it would appear that client's Numerical
ability is also below average and more likely to be level 4.

More information might have to be obtained before Form Perception
can be estimated.

There is little information about Clerical Aptitude. Since it 1is
somewhat related to reading and to verbal skills, there is every
expectancy that it will be in the lower range with the Verbal
Aptitude, level k.,

There i no indication of lack of gross Color Discrimination,.

Aptitude G appears to be within the range of levels 3 and b, prob-
ably more: realistically, level L,
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Estimated Aptitude profile hased upon interview:

G V N S ? Q K F M E C
L 4 4 by 3 3 % 3 3
3 33

GENERAL APTITUDE TEST BATTERY RESULTS:
None

APPRAISAL OF INTERESTS:

In answer to direct questions, client states preference for activ-
ities dealing with things and objects (factor la), and activities
that are nonsocial in nature and carried out in relati~n to pro-
cesses, machines, and techniques (factor Ub), The incideut in
which client attempted to work as a counterman seems also to bear
this out, Other factors do not seem to characterize client inter-
ests, Resulting estimated Tnterests profile will be as follows:
Int: la, b,

APPRATSAL OF TEMPERAMENTS :

The client has stated that he can adjust to repetitive or short
cycle operations (factor R). There is not enough information to
permit appraisal of the remaining factors, although he did say
that he was "trying hard" to learn food preparation work. The
e.' imated Temperament profile therefore would be-- Positive
Trmp: R,

APPRATSAL OF PHYSICAL CAPACITIES AND ENVIRONMENTAL 'TOLERANCES:

There are no known limitations on either Physical Capacities or
Environmental Tolerances. A realistic appraisal of Strength
Tfactor would place Heavy Work and possibly Very Heavy Work,
Clients estimated profile would be as follows: Strength: H, V.
Comments: No limitations of PC or ET.

DEVELOPMENT OF OCCUPATIONAL CLASSIFICATION Ccase ff4

The daevelopment of » goal and a classification for this client is dif-
fleult because of the lack of much specific job~related information.
This may be typical of cases where there has been educational and cul-
tural disadvantage. The task for the interviewer is to be able to
evaluate client ability and potential despite low results of tests and
other traditlional appraisel methods,

Cases of thin type usually involve many more aspects than simply vocn-
tionnl choice, These may include problems of client attitude, motiva-
tion, adjustment. snd general employmbility remediation, The following
discussion will nddress itsell primarily to matters of vocationsal
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choice, but it does so with the full understanding vhat this is only
one consideration in the process of solution,

The client has not, to this point, had any meaningful work experiences.
There is very little information to suggest even & suitable Area of Work
for the client. One clue, however, Seeus to recur in the information
that was developed in the interviews. That clue relates to driving.

The client liked driving in military service; he spends some of his
leisure time in driving around; one of his boyhood dreams was to be &
truck driver; he has even stolen an automobile for the mere pleasure of
driving it. Why shouldn't a driving job be well suited for the client?
Can he qualify for this type of work? Does such work have enough
tolerance for the client?

The interviewer working with this case may wish to find out about the
requirements for driving work. He turns to page 214 in Volume IT to the
general Areas of Work to locate a Worker Traits Group that is related

to driving work. He sees that the Area called "Machine Work" appears

to offer the best possibility. He turns to vage 429 to read the list
of Worker Traits Groups and finds there the Group "Driving-Operating”
listed on page 4uk, (Another interviewer might instead consult the
Alphabetic Arrangement of Worker Traits Groups beginning on page 215

to see if there is a Group called driving. He will also find the
"Driving-Operating Group” listed on page Lhly,)

Turning to this Worker Traits Group, the Interviewer compares his
evaluation of the client with the narrative and profile information.
He sees that military driving experience is one of the "Clues for
Relating Applicants and Requirements", He notes that there are some
jobs in the Group which have heen rated at GED level 2, and that the
range.of aptitudes licted in .ue profile will not exclude any factors
which he has appraised in the client. He sees that the Interest pat-
tern is identical to his appraisal, He sees that Temperamen: factors
are compatible with the client's profile.

In order t- discuss specific job possibilities in this Group with the
¢lient, the interviewer can make good use of Supplement 2 to the DOT,
The Group called "Driving-Operating" is on page 118. Finding the
Worker Traits Group, he is then able to see those Jjobs rated at GED
level 2. He can also see the varying amount of gpecific training
time required for erach job. Jcbs at GED level 2 offer the best
possibilities for the client, since he may be in the lower Aptitude
range on the Qualifications Profile.

The interviewer may wish to make a 1list of specific job possibilities
rated at GED level 2 for discussion, BSuch a list mlght include; for
example

-Food Service Driver (hotel & rest.) 906, 8683

-Deliveryman (any ind.) 019,883
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-Straddle-Truck Operator (any ind.) 922.883
-Asphalt-Paving-Machine Operator (const,) 853.883
-Industrial-Truck (forklift) Operator (any ind.) 922,883
. ~-Teamster (any ind.) 919.883
If after discussions the interviewer feels that the client understands
the kind of work involved as well as worker requirements, and the
client chooses a driving job as an occupationul goal, either a speci-

fic job title or a broad Worker Traits Group title may be asslgned.

A discussion of occupational choice isolated from other important
aspects of this case, and cases like it, seems, no dnubt, superficial.

In reality, the development of classification wil - erged with
counseling which deals with the other problems o: - - -ability., As
a result, additional possibilities for career dev: . .nt may emerge

from the results of the interview sessions. The material presented
here illustrates only a more obvious classification possibility.
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APFRENDIX B

Introduction to Worker Traits
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SUBJECT:

OBJECTIVE:

Appendix B

Introduction to Worker Traits

To vromote greater understanding of Worker Traits
concepts and definitions as they relate to job
requirements.

TRAINING ATIDS:

MATFRIATLS

METHODS :

Large Blackboard
Charts (optional)

Handbook for Analyzing Jobs

Lecture; Visual Aids
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KEY POINTS ™

INSTRUCTOR: READ ~I OUD ATEGORIES OF INFORMATION: PAGE L IN HANDBOOK
FOR ANALIZING JOBS. WRITE COMPONENT NAMES ON BLACKBOARD
OR HOLD UP CHART REFLECTING THESE.

THE WORKER TRAITS COMPONENTS

Training Time (general educational development,
specific vocational preparation)

Aptitudes
Interests
Temperaments

Prysical Demands and Environmental Conditions

INSTRUCTCOR: POINT TO EACH COMPONENT AND REPEAT THE NAME ALOUD

worker Traits are defined as, '"Those abilities,
personal traits, and individual characteristics
required of a worker in order to achieve average
successful job performance."

Tndividual definitions for the components and
their factors are contained in Appendix B to
the Handbook for Analyzing Jobs.

TURN TO WORKER TRAITS, APPENDIX B OF HANDBOOK, AND GO OVER IT WITH
TRAINEES COMPONENT BY COMPONENT.
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APPENDIX

Orientation to Worker Traits Arrangement
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O

ERIC

Aruitoxt provided by Eic:

SITRIEIT:

ARTECTIVE

Aonontix
Orientation to Worker Traits Srrangement,
YHylume TT, DOT,

72 provide a working knowledge of the Worker
Traits Arrangement foruat and contents to

facilitate 1ts use 'n relating people and jobus.

Large Blackboard
Charts (ontional)

Dictionary of Occupational Titles,
Yolumes I and IT

Red-lead pencils

Lecture; Visual Aids: Practice Examples




Worker Traits
Arrangement,
volume ITI, DOT
Pages 21h-529

S

This is a section in Volume IT of the DOT in which
iobs are grouped according to homogeneity of traits
reauirements. These croups are arranged according

to 22 areas of work.

TNSTRUCTOR: WRITE "ARFAS OF WORK, PAGE 2:4 OF VOLUME II OF THE POT" ON

BLACKBOARD,.

THESE ARFAS ARF LISTED AS:

ART
BUSINESS RELATIONS
CILERICAL WORK

COUNSELING, GUIDANCE,
AND SOCIAL WOEK

CRAFTS

EDUCATION AND TRAINING
ETEMENTAL WORK
TNGINEERING
TNTERTATNMENT

FARMING, FISHING,
AND FORECTRY

L JESTITATING,
INSPECTING,
AND TESTING

306

- Y -

LAW AND LAW
ENFORCEMENT

MACHINE WORK

MANAGERIAZ: AND
SUPERVISORY WORK

MATHEMATICS AND
SCIENCE

MEDICINE AND HEALTH
MERCHANDISING

MUSIC

PERSONAL SERVICE

PHOTOGRAPHY AND
COMMUNTICATIONS

TRANSPORTATION

WRITING

7-15



KEY POINTS

worker Traits
Groups Are
Arranged Under
The Areas of
Work

TEXT

Although there are no overall trait profiles for
these Areas, certain Worker Traits are dominant in
mach. ™e Areas have no direct relationship to
the code structure of the classification system of
the DOT.

To see how the Worker Traits Groups are arranged
within these 22 Areas ~f Worh, turn to page 217 of
Volume II of the DOT. From rages 217 to 223 we
find the Worker Traits Groups lislen under their
respective Areas of Work.

You will notice that the titlec of t.. "reas of
Work are 1n the center of the page in < .1 let-
ters. These areas remain in alphabeticu.. . Ter
just as they @~ "m page 21h. The us2 oi . ital
letters in the ... ings under the Areas uc © o7
meke it any easier ¢ spot the Areas o Wo.i, e
can remedy that by % .'1g the red penc.:is er? ar’.T-
lining (or even drew... s box around) 1 < %% ler of
the Areas of Work, bn,ir~ing with "ART' - page 217
and then "BUSINESS k.ia™:xS" and "CLERICAL WORI™
and so forth, until #'l 22 have been highlizhtet.

It will look like thi- w.:vm you are finished.

INSTRUCTOR:
MADE.

HOLD UP OWN COPY OF VOLUME II AND SKOW UNDERLINING ALREADY

ALLOW TIMR FOR CLASS TO COMPLESTE UNDERTUINING.

Cross refer-
ences are
Helpful in
Arriving at
the Correct
Worker Traits
Group

Examination of
"Crafts" Area
cf Work Out-
line )

Most Worrer Treits Group name: seem to fit rather
logicalty under the broad Area of Work wnere they
have bee- assigned. The cormsents of some 0f the
Areas o We, % are very wbwious from their titles.
Some eres noi = oovious. Turn to the Aree of Work
called "~rafts” cn page 218, and take a lock at the
rorker ireite Gro;ps listed there. At the top of
the list are twe aroups for Superviwory Work, the
first one for working supervisors .ad the second
or non- orking supervisors. Looking down ile list
we see the names of other Worker Traits Groups.
such ss “"Costuming, Tailoring, ard Dressmaking,’
"Cooking and Relst«¢ Work," "Crafysmanship and
Releted Work," "Precision i'ork," and "«anipul.ing
Work.™ All of these groups contain [obs that :ve
primarily craft type. Notice the period fellovsed
by one or more sets of three digits %o the left

of each group. These three digits are the bth,
5th, and 6th digits of the occ:psat::nal classifica-
tion code(s) of the jobs in the zroup, and
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indlicat: tae level of complexity of the ,izos.

£t the uaginning of each fres of VWork as it
arpears in t . Arranyement there will be a page
containing the list of Gre vs that follow. For
example, Engineering, pag. 370, is the title of
an frea. You will see Titles of Y groups listed
in descend ng orier of level of complexity accord-
int to the trree digits 2t left of page. On the
right, oppos ' te each group title you will see the
page number on which it begins.

INSTRUCTOR: aLLOW TIME FOR CI/." TN BRCJSE THROUGH THE WORKER TRAITS
FRRANGEMENT,

Take a few minutes t> e2xamine the listing of these
Areas and Gioups HOn pages 217 to 2?23, and become
acaquainted with them.

INSTRUCTOR: ALLOW TIME FOR CLASS 10 EXAM.NE THE OJTLINE.

Dascerintive Each Worker Trsits Sroup be ins with a section of
InTormation descriptive information «hich specifies the char-
Mbout Worker acteristics of that pa:ticular grouvn. There e

Traits Group four types of inrormstion rovi7ed:

1) wWork Performed. whi_h states what the workers
in jobs in this group do.

2) Worker R>quirements, :-ich verbalizes the traits
in the group profile tna‘. ure important in therse
jobs.

3) Clues for Relating Applicants and Requirements,
which provides br..f stat-mneits ¢f character-
istics that workers . . u'. porsess in order to
be considered lilely t. succeed in this type of
work.

4) Training and Method: of wntry, wiich discussn~s
some of the kinds of formal tra.ining usually
required by jobs in the gr~ ip.

-
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‘xamination
of Worker
“raits Groun:
"Draftineg ani
B-1-tei Work"

TRt

Turn to the Group called "Drafting and Related
work" on page 377 (pause).

2t the top of th: page we see the name of the
Group "praftineg nni Related Work." Beneath the
title aporars the three-digit numbers indicating
the levels of complexity of the jobs in the froup.
They are .181 and .P81.

Tet us ~ead the descriptive information for this
Worker Traits Groun.

o

IS TRUCTOR:  READ MATTRIAL OR ASK CLASS MEMBERS TO READ SECTIONS.

Nascriptive
Information
Rnafers to
£11 Jobs 1in
th~ Workar
Traits Group

Information
Mbout Related
Classifias-
tions

INTERPRETING
QUALTFICATIONS
PROFILE

Profiles
Represent
A1l Jobs (in
the Group

Thr 4description provides us with s composite of
information about this Worker Traits Group as a
whole. Within this framework, jobs may have
varying trait requirements. This is expressed by
the statement "An occupationally significant com-
bination of....... ' There is also a variety of
"clues" and trainz.g and methods of entry.

Below the description, there are two other cate-
gories of data about the specific group.

Th- first is the Related Clessificeations on the
left side of the page. These Related Classifica-
tions will lead you to other Worker Traits Groups
which have somewhat similar work performed and
traits patterns. This section is to be used when
you are looking for the most appropriate Worker
Traits Groups to relate to the appraisal of a
client's traits.

The second category is the Qualifications Profile.
The informetion about Worker Traits requirements
is expressed by numbers to save time and space.
The meaning of the numbers can be obtained from
nppeniix B at the back of Volume II pages 651-656.

A single job has a specific Worker Traits pattern.
Now we are going to be dealing with Qualifications
(or Worker Traits) Profiles that apply to groups of
jobs. Naturally this will cause some variations

in the resulting profiles. Insteau of a single
gpecific factor level for jobs in the group, there.
may be ranges.
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The Profile
Shows Ranpes
in the Worker
Traits

amh

N1

tptitudes

—

Important
‘ptitudes in
RolAdface Type

TEYT

It us take a look at the Qualifications Profile
for the Worker Iraits Creup of "Drafting and
R-lated Work™.

Lovt to GED we see th. number 4 and the number 5.
Thi: means that the @ .jority of jobs in this
Worker Traits Group ecan be v ~formed by a worker
with a GED of 4 or more, whi.re a lesser number re-
Auires that the workers have a GED of 5 or more.

For SVP we see only one level given: level 7.
This means that for all jobs in this Group workers
will typically reach average satisfactory vperform-
ance after Specific Vocational Preparation of two
to four Yyesars,

In the Aptituies profile, the number on the first
line underneath the factor symbols indicates that
the majority of jobs are estimated to require that
level of the aptitudes; the numbers on the line(s)
heneath indicate that 2 lesser number(s) of jobs
require the indicated level{s). In this drafting
rroun the fAptituies reaunirements of Intelligence
(), Tarbal (7), and Numerical (N) remain relativa-
1r constant at levels 2, 3, ? respectively. Ffor
Spatial “ptitude a range of 1 and 2 are recorded.
This means that the majority of the jobs in this
group renuire level 1, whereac the remaining jobs
are estimated to reauire level 2. Form P2rcep-
tion (P) and Clerical (Q) estimated requirements
are at levels 2 and 3. ‘btor Coordination (K) nni
Finger Dexterity (F) have ranges which include both
levels ? ani 3. Menual Dexterity (') estimated
requirement is lev-l 3 and Eye-Hand-Foot (E) ani
Color {(C) are at levels 5 and L,

Betore we leave Aptitudes we should noiant out that

ir the Qualifications irofil:s you will notice that
some of the letter designatior : for the Aptitude
factors are in boldface “ype. This is done to
indicate which of the e :ven aptitudes are esti-
mated to be particularly important for jobs in

that Worker Traits Grour. These are the Aptitude
factors upon which you will want to focus your
attention when you are comparing a client's estimated
aptitude potential with the Worker Trait Aptitude

profile.
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Thare is a paragsraph regarding important Aptitudes
on pase 653 in ~Aopendix B of the DOT, which we

1i 1 not emphasize at the time we discussed Aptitud-
a3, Let's read that now,

TNSTRUCTOR: RWAD PARMGRAPH ~T BOTTOM OF PAGE 653 in VOLUME TII.

Interests an? The factor designations in the Qualifications Pro-
Temneraments file that refer to Interests anil Temperaments are
presented in the same order for both components:

The number listed first indicates that within
the spvecific group more johs are estimated to
require this factor; the next number to the
right represents a lesser number of jobs as
requiring it, etc.

Some jobs in the group may be estimated as
requiring only two of the factors listed
while others may be estimated as requiring
three or more.

In the Worker Traits profile for "Drafting and
Related Work" the Interests factors that character-
ize this group of jobs are 1, 7, and 9. What are
these factors? (pause for response) They are
"preference for activities dealing with things and
objects," "preference for activities of a scien-
tific and technical nature,” and "preference for
activities that are nonsocial in nature, and are
carried on in reletion to processes, machines, and
techniques."

The Temp~ ament factors in the profile for this
Group are 0 and 12, indicating "situations involv-
ing the evaluation of information against measur-
able or verifiable criteria,” and “situations
involving the precise attainment of set limits,
tolerances, and standards.”

Physical In the Qualifications Profile the estimated impor-

Deman-s tant Physical Demands factors found in jobs in the
group are listed. However, all the physical de-
mands that may be shown in a profile are not neces-
sarily required by each job in the group. It is
possible that the physical demands of a job in one
establishment may be slightly different to those in
another establishment (due generally to variations
in equipment, machines, etc.). The number in the
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Yhysical pro©ile renrasents s composite ani the specific
Namands reaquirements tor the position woull have to be
[~ . , .

fron't.) intermined., In thno case of the rafting group,

11l Jjobs ~re Selentary.

0 Caterory You may have noticed from this Worker Traits Groun
for Workin: and {rom others in the arrangement that there are
Conditions no ratings for Environmentzl Conditions in the

Nualifications Profile. This iz because it is
almost impossible to characterize these conditions
from establishment to establishment, especially
for those Worker Traits Groups that contain a
large number of Jjobs involving many different
occupational settings. To simplify matters, this
sub-componant has been omitted. Do you have any
nuestions regar-iing the arrangement of th: Quali-
fications Profile? (pezuse for response)

Jobs that Now we will turn our attention to the 1list of jobs
Comprise on vage 378 that comprise the Workor Traits Group
the Worker called "Drafting and Related Work." The list of
Traits Grouv iob titles is an important part of the Worker Traits

Arrangement. You will see that all of the jobs are
in numerical order according to the occuvational
code.

INSTRUCTOR: READ SOME OF THE NAMES OF THE DRAFTING JOBS TN THE GROUP.
(TL ATTENTION TO THE FACT THAT ALL OF THE JOBS IN THE
L"eT ARE ESTIMATED TO MAKE ESSINTIALLY THE SAME WORKER
TkAITS REQIIREMENTS UPON VORKERS, ALTHOUGH THEY MAY
REPRIESENT DIFFERENT AREAS OF TECHNOLOGY, DIFFERENT SPiuCI-
FIC .JOB KNOWLEDGE, AND DIFFERENT INDUSTRIAL SETTINGS.

WORKSR TRAITS The information provided by the Worker Traits
GROIPS SOURCES Group: are especially effective in caraer develop-
OF INFORMATION ment, as they are an important source of informa-
ABOUT JORBS tion about jobs and their reauirements. If an

interviewer is unfamiliar with a particalar job,
n~ can, of course, read the definition in Volume I
of the DOT. By using the Worker Traits Arrange-
ment, however, he can also obtain additional data,
such as:

-the estimated educational development nee.ed
to perform

-the amount of specific vocational prepara-
tion required for average satisfactory por-
formance

- - 7-75
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~imnortant ~optituies
-internsts refuirements
-temperaments reauirements

~clues for relating applicants to requirsments
nf jobs in the s»ecific group

-typical methois of training an! antry

-all oth»r jobs that make szimilar renquirements
on workers

''o to tnis point we have been acauainting ourselves
with Worker Traits as they relate to jobs. We are
now ready to learn how to ubtilize these conceots in
working with client;, oparticularly those who may be
conwlierei less-than-fully qualifiei (entry work-
ers). Sach persons frenuently are out of the main-
stream of regular placement service an?i usually
require snecinl assistanc~ 3n oarriving at a {eas-
inla oceunational plan, The discuszion of cliznt
appraical through the nroelication of the wor¥ar
trait: anpronch ir not intenied to teach vocstional
counrelins, however, it indicates how these facets
5f client data esn ne obtained for utilization in
Lo ot jance ectivity.

Trare are many liPferent tynes of less-than-fuldly-
% ~:alifiei clients., We will meet fonr of them in
~"1L' 'kBl“‘?i our nractice axercises in Session I. In raview,
“Lliorte tvay are: Srnie Fulton, 20 y=ars oldi, A recently
dAischargel serviceman who wes an infantry rifleman
in the frmy. Aside from basic ani advanced infan-
try training, di1 not receive any special vocation-
al training while in the service. Joined the Army
soon after graduating from high school. rHas never
had any full-time work experience, but now that he
has ccmpleted his military obllgatxon he would like
to ret a job with a2 real future.

“hat occupational plan will be best for Ernie? We
Ao not know--until we know more sabout Ernie

—

Dlder Yorker Helen Benson, age 51. Recently widowed and now

Returning to neads a job, both to suvplement her small income

Labor 'Markat ani to keep hercelf occupied. Has been a house.ife
and out of th2 labor mirket for over 25 years.
Before marrisge was a successful secretary, but

ERIC

Aruitoxt provided by Eic:



SOTHTS

Haniicnnna !
wWorser Whno
“ast Thange .

Jons

Disadvantaged
("lient

.
has lost most of her secretarinl sxills except for
come occasional lisht tyeing ant some simple book-
we . ni- which she 1i1 at home. Feels that the

o trainins which she had at one time is now
L mshionei” ani out of Jdate. Apprehensive
about competing with younger workers.

'

Shoull we automatically assume that Mrs. Benson
will have to perform some type of minor clerical
wor 1Y she is to be employed?

not without first exploring all her abilities ani
votentiil avtitudes; not without discussing her
inter~sts, her hobbies, ani her leisure-time activ-
itieas: and not witnout assessing her ability to
adapt to 1ifferent work situations. W= want to
iscover the best, most suitable work potential
rossible for our client.

John Hildenburt, age 37. Merried with four depend-
ents. Had been a skilled maintenance mechanic in

a manufacturing plant for ten years when he was
severely injured in & motorcycle accident. Lost

a leg as a result of the accident and also weears

a back brace. Can no longer verform the job as a
maintenance mechanic because of physical reaquire-
ments limited to sedentary work,

Are the skills and the experience that John gained
in those ten productive years all valueless now?
*ust he begin all over again and try to learn &
new type of work?

Willism Jackson, age 22. Married with one child.
Has never t=14 a job longer than threes months.
Often out of work. Was raised in the ghetto and
hasn't had many opportunities. Completed nine
grades of school. Has a bad conduct discharge from
the Arm and has been jailed for auto theft. View-
point hostile and militant. Demands a "good paying
job."

What occupational classification is going to be of
any help to William Jacksou?

Sessions T and 1I relate worker traits :oncepts to
client appraisal and career exploration, and con-
taip the procedures for utilizing these concepts

in the appraisal of the individual and the formula-
tion of realistic vocational goals.
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USY OF CASE You will be working with these four cases during
HISTORIES the remainder of the training. You will be using
IN TRAINING the Worker Trait components to assist in evaluating

the abilities, personal traits, and individual
characteristics of these clients. You will then

be able to compare your evaluation with the require-
ments of jobs as expressed in the Worker Traits
Groups in Volume II of the DOT in order to work

out an occupational solution for each case.

The discussion of client evaluation and the use of
case histories in this course are not meant tc
teach vocational counseling, but rather %o illus-
trate more ciearly the application of the Worker
Traits concepts information in dealing with ,eople.
Counselors may indeed benefit from the training.
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